Texas Education Agency
Standard Application System (SAS)

016Educator Excellence Innovation Program

Program authority:

éénerai_'Appropriations Act,-ArﬁcIe 11, Rider 47, 83" Texas
Legislature

Grant period:

April 1, 2014, to August 31, 2016

FOR TEA USE ONLY
Write NOGA 10 heca:

)

ed

Appiication 5:00 p.m. Central Time, Thursday, January 23, 2014

deadiine:

Submittai Four complete copies of the application, at least three with original
information: signature (blue ink preferred), must be received no later than the

aforementioned time and date at this address:

Deocument Controi Center, Division of Grants Administration
Texas Education Agency
1701 North Congress Ave
Austin TX 78701-1494

Contact information:

(512} 463-0961

Tim Regal:Tim.Regal@tea.state.tx.us

lege datg gtamp hare. - -
- L S
e

Part 1: Appiicant

Organization name

VendorlD # Mailing address line 1

Brownwood Independent Schooi District 756000283 2707 Southside Drive

Mailing address line 2 City State ZIP Code

505 South 5™ Street Brownwood X 776801

County- US Congressional

District# Campus number and name ESCRegion#  District # DUNS #

0255902 101, 106; 107; 108; 109; 041; 12 17 0544808350000
1031; 003

Primary Contact

First name M.1. Last name Title

Liesa Land Assistant Superintendent

Telephone # Email address FAX #

325-643-5644 Liesa.land@brownwoodisd.org 325-643-5640

Secondary Contact

First name M.1. Last name Titie

Reece Blincoe Superintendent

Telephone # Email address FAX #

325-643-5644 Reece.bliincoe@brownwoodisd.org 325-643-5640

Part 2: Certification and Incorporation

I hereby certify that the information contained in this application is, to the best of my knowledge, correct and that the
organization named abave has authorized me as its representative to obligate this organization in a legally binding
contractual agreement. | further certify that any ensuing program and activity will be conducted in accordance with ail
appiicable federal and state laws and reguiations, application guideiines and instructions, the general provisions and
assurances, debarment and suspension certification, lobbying certification requirements, special provisions and
assurances, and the schedules attached as applicable. it is understood by the applicant that this application
constitutes an offer and, if accepted by the Agency or renegotiated to acceptance, will form a binding

agreement.
Authorized Official:
First name

Reese

Telephone #
325-643-5644

Signature (blue ink preferred)

e

M.L Last name Title
Blincoe Superintendent
Email address FAX #

Reece.blincoe@brownwoodisd.org

Date signed

325-643-5640

RFA #701-14-101; SAS #181-14

1-21-2014
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Texas Education Agency
Gnly the legally responsibla party may sign this application,

Standard Application Systemn (SAS)

Schedule #1—General information(cont.)

County-district number or vendor 10:025902

| Amendment # (for amendments only):

Part 3: Schedules Required for New or Amended Appiications

An X in the "New” column indicates a required schedule that must be submitted as part of any new application. The
applicant must mark the "New" checkbox for each additional schedule submitted to complete the application.

For amended applications, the applicant must mark the “Amended” checkbox for each schedule heing submitted as part
of the amendment.

Sch;duie Schedule Name ;\?;)\:;I|c:atior;’“;r1 32:13 -
1 General information X
2 Required Attachments and Provisions and Assurances N/A
4 Request for Amendment N/A X
5 Program Executive Summary L]
6 Program Budget Summary 1
7 Payroll Costs (6100) L]
8 Professional and Contracted Services (6200) O]
9 Supplies and Materials (6300)
10 Other Operating Costs (6400) X |
11 Capital Outlay (6800/15XX) 1 ]
12 Demagraphics and Participants to Be Served with Grant Funds []
13 Needs Assessment |
14 Management Plan X L]
15 Project Evaluation L]
16 Responses to Statutory Requiremenits C]
17 Responses to TEA Requirements B |

For TEA Use Only
Changes on this page have been confirmed with: On this date:
Via telephone/fax/email {circle as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 2 of 43
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Texas Education Agency Standard Application System (SAS)

Schedule #2—Required Attachments and Pr_ovi_és-ioﬁs and Assurances
County-district number or vendor 10:025902 | Amendment # (for amendments only):
Part 1: Required Attachments
The foliowing table lists the fiscal-related and program-reiated documents that are required to be submitted with the
application (attached to the back of each copy, as an appendix).
# ! Appiicant Type Name of Required Fiscal-Related Attachment

No fiscal-related attachments are required for this grant.
No program-related attachments are required for this grant.

Part 2: Acceptance and Compliance

By marking an X in each of the boxes below, the authorized official who signs Schedule #1—General Information certifies
his or her acceptance of and compliance with all of the followingguidelines, provisions, and assurances.

Note that provisions and assurances specific to this program are listed separately, in Part 3 of this scheduie, and
require a separate certification,

Acceptance and Compiliance

| certify my acceptance of and compliance with the General and Fiscal Guidelines,

| certify my acceptance of and compliance with the program guidelines for this grant.

| certify my acceptance of and compliance with all General Provisions and Assurances requirements.
| certify that | am not debarred or suspended. | also certify my acceptance of and compliance with all
Debarment and Suspension Cerlificalion reguirements.

K KK

For TEA Use Only
Changes on this page have been confirmed with: On this date:

Via telephone/fax/email (circle as appropriate) By TEA staff person;

RFA #701-14-101; SAS #181-14 Page 3 of 43
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Texas Education Agency Standard Application System (SAS)

Schedule #2—Required Attachme'nis and Proyi__sions and Assuéfances
County-district number or vendor 1D:025802 | Amendment # (for amendments only):
Part 3: Program-Specific Provisions and Assurances

BJd | certify my acceptance of and compliance with all program-specific provisions and assurances listed below.

# Provision/Assurance

The applicant provides assurance that program funds will supplement (increase the level of service), and not
supplant (replace) state mandates, State Board of Education rules, and activities previously conducted with state
or local funds. The applicant provides assurance that state or local funds may not be decreased or diverted for
other purposes merely because of the availability of these funds. The applicant provides assurance that program
services and activities to be funded from this grant will be supplementary to existing services and activities and will
not be used for any services or activities required by state law, State Board of Education rules, or jocal policy.

2 The applicant provides assurance that the application does not contain any information that wouid be protected by
" i the Family Educational Rights and Privacy Act (FERPA) from general release to the public.

Monitor and ensure practice alignment to ensure that each Educator Excellence Innovation Program (EEIP)

3. | practice works in concert with all other EEIP practices to enhance administrative and educator effectiveness and

efficiency.
4 Monitor and ensure that EEIP practices lead to the improvement in student learning and student academic
" | performance.
5 The EEIP plan must be developed by the district-level planning and decision-making committee under the TEC,
" | Chapter 11, Subchapter F.
6 Approval from TEA prior to modifying the district'slocal educator excellence innovation plan practices asthey are
" | described in the district's original application.
7 Participation in required technical assistance activities established by TEA, including assistance in implementing
" 1| EEIP praclices.
For TEA Use Only
Changes on this page have been confimed with: On this date:
Via telephene/fax/email (circle as appropriaie) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 4 of 43
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Texas Education Agency Standard Application System (SAS)

Schedule #4—Request for Amendment
County-district number or vendor iD: 025902 | Amendment # (for amendments only):
Part 1: Submitting an Amendment

This schedule is used to amend a grant application that has been approved by TEA and issued a Notice of Grant Award
(NOGA). Do not submit this schedule with the original grant application.Refer to the instructions to this schedule for
information on what schedules must be submitted with an amendment.

An amendment may be submitted by mail or by fax. Do not submit the same amendment by both methods. Amendments
submitted via email will not be accepted.

If the amendment is mailed, submit three copies of each schedule pertinent to the amendment to the following
address:Document Conirol Center, Division of Grants Administration, Texas Education Agency, 1701 N. Congress Ave.,
Austin TX 78701-1494.

if the amendment is faxed, submit one copy of each schedule pertinent to the amendment to either of the following fax
numbers: (512} 463-9811 or (512) 463-7915.

The last day to submit an amendment to TEA is listed on the TEA Grant Opportunities page. An amendmert is effective
on the day TEA recsivesit in substantially approvabie form. All amendments are subject to review and approval by TEA.
Part 2: When an Amendment Is Required

For ali grants, regardless of dollar amount, prior written approval is required to make certain changes to the application.
Refer to the "When to Amend"” guidance posted in the Amendments section of the Division of Grants Administration Grant
Management Resources page to determine when an amendment is required for this grant. Use that guidance to complete
Part 3 and Part 4 of this schedule.

Part 3: Revised Budget

A B C D

Ciass/ Grand Total from
# Scheduie # Object Previously gr;::‘::; ﬂ:\négg;t NB#O?;?M

Code Approved Budget
1. | Schedule #7: Payroll 6100 $ 5 3 5
2, | Schedule #8: Contracted Services 6200 $ $ S 5
3. | Schedule #9: Supplies and Materials | 6300 $ $ $ $
4. | Schedule #10: Other Operating Cosis | 6400 3 5 5 $
5. | Schedule #11: Capital Outlay oo s $ 5 $
6. | Total direct costs: 5 $ 5 5
7. | Indireclcost (%) % $ $ 3
8. | Total costs: $ 3 $ $

For TEA Use Oniy
Changes on this page have been confirmed with: On this date;
Via telephaneffax/email {circle as appropriate) By TEA staff persan;
RFA #701-14-101; SAS #181-14 Page 5 of 43
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Texas Education Agency Standard Application System (SAS)

Schedule #4—Reduest for Amendment(cont.) = -

County-district number or vendor 1D: 025902 | Amendment # (for amendments ohiy):

Part 4: Amendment Justification
Line # of Schedule
# Being Description of Change Reason for Change
Amended
1.
2.
3
4,
5.
6.
7.
For TEA Use Only
Changes on this page have been confirmed with: On this date:
Via telephoneffax/email (circle as appropriate) By TEA staff person:

RFA#701-14-101; SAS #181-14
2014-2016 Educator Excellence Innovation Program
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Texas Education Agency Standard Application System (SAS)

Schedule #5—Program Executive Summary

County-district number or vendor 10D:025902 ! Amendment # (for amendments only):

Provide a brief overview of the program you pian to deliver. Refer to the instructions for a description of the requested
elements of the summary.Response Is limited to space provided, front side only, font size no smaller than 10 paint Arial.
Brownwoodindependent Schoal District (BISD)was chosen by TEA as a pilot project for the new teacher appraisal
system. BISD is eager to implement a research-based school reform initiative intended to motivate, develop and retain
high-quality teachers to increase student achievement. BISD's 8 campuses are all Title | Schools and are also eager to
improve student performance by fostering an open, supportive, and collaborative campus culture that will allow teachers
to seek and aftain growth within their field. The model for these campuses will include recruitment, preparation, hiring,
induction, evaluation, professional development, compensation, career pathways and retention. Development of the
budget: in the fall 2013, the Superintendent began soliciting feedback from stakeholders in the school district and the
community regarding a School improvement Plan. The District improvement Team (DiT)composed of the
Superintendent, representatives from the district-level, campuses, community members, business leaders and
parentsdeveloped a comprehensive community and district needs assessment. Once the EEIP grant was announced
this group provided guidance and insight during the planning stages and the development of this grant application by its
members serving an various committees and deciding which campuses were most in need. The budget committee, led
by the Assistant Superintendent, developed a comprehensive budget that would provide: 1) personnel salaries, stipends,
incentives to teacher based on student achievement, and employee benefits; 2) training and support for teachers; 3)
performance awards based on teacher evaluation, individual classroom achievement growth, and school-wide
achievement; 4) implementation of a comprehensive teacher evaluation system; 5) travel for teachers to attend state and
national leadership programs. Once this tentative budget was developed, it was presented to the entire DIT for input and
approval Demographics of campuses - Eachcampus has specific demographics that relate to the defined goais and
purposes of the grant — a need to transform educator quality and improved student academic performance. STAAR test
results reveal that students at three of the eight campuses are below both the state and district averages in all core
subject areas.Coggin Elementary did not meet the state Accountability Rating Standard and two of the eight campuses
have not met the standard for closing the achievement gap between all students, minority students and economically
disadvantaged students. Teacher input through surveys and discussions indicate that teachers need “onsite” coaching
and mentoring with an emphasis on content to improve their pedagogy and the way they can engage more students in
learning (District survey).

Brownwood independent School District Campus Demographic Information
Name of Campus TEA Accountability Met Missed AYP In % Econ
Rating AYP Disad
East Elementary Met Standard Yes NA 69.6%
Northwest Elementary Met Standard No Math 85.2%
Woodland Heights Elem Met Standard Yes NA 51.0%
Coggin Elementary Improve. Required Yes NA 62.9%
Brownwood intermediate Met Standard No Reading & Math 63.4%
Brownwood Middle School Met Standard No Reading 65.8%
Brownwood High School Met Standard No Math 57.5%
Brownwood Accelerated HS Met Alternative Stan, NA NA 78.8%

Needs assessment process - A comprehensive needs assessment is critical to the development of high-quality school
programs. Research supports that school districts that undergo a careful analysis of data and information make better
decisions about what to change and how to institutionalize systemic change (Darling-Hammond 2010). The BISD
District and Campus Needs Assessments are done every three years, monitored throughout the school year, and
updated annually at both the district and campus level through their Leadership Teams. The process is driven through
the DIT that is composed of the Superintendent, representatives from the district-level, campuses, community members,
business leaders and parents. The purpose of the Needs Assessment is to systematically review practices, processes,
and systems within the school district and assistthe DIT in determining needs, examining their nature and causes, and
setting priorities for future action. The needs assessment consequently will guide the development of meaningful district
and campus planning each year and outlines benchmarks for evaluation. The management plan - Successful
management of any program, especially a program that systematically transforms educator quality and gffectiveness,
requires clear and efficient planning, coordination, and communication structure for all involved. Procedures for making
decisions, initiating training, addressing services, feedback, increasing resources, monitoring, eliminating barriers and
ensuring sustainability will be established by theDIT. if awarded the grant, an EEIP Committee will develop an EEIP

“-ForTEAUse Only
Changes on this page have been confimed with: On this date:
Via telephone/fax/email {circle as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 7 of 43
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Texas Education Agency Standard Application System (SAS)
Management Plan to include planning, financial accountability, human resource management, continuously measuring
performance, evaluation and reporting all progress to all stakeholders. The EEIP Team will included the Superintendent
of Schools, the Principal at each EEIP campus, Master Teachers, Mentor Teachers, and Career Teachers at each
campus in the project. The aversight of the program will be managed and monitored by the Assistant Superintendent
(AS), who will be a districtdevel administrator and will supervise the Master Teachers. Other responsibilities will be
tamanage the day-to-day activities of the grant, be responsible for implementing the activities of the grant, develop a
timeline of all grant activities with anticipated completion dates for each activity, develop strategies to keep all faculty and
staff focused on the goals of the project, and organize the program components to ensure the program meets the needs
of the students and teachers. The Principal will serve as the head of the EEIP Team and guide the team in analyzing
student data, developing a school academic plan, monitoring cluster group operations and evaluating teachers. The
along with the Master Teachers and Mentors, will work to ensure that all components are in place, gather feedback, and
offer recommendations for improvements. The AS will coordinate and supervise activities of the Master Teachers and
Mentors. Detailed roles and responsibilities will be developed to ensure that the project is successfully implemented. In
an effort to solicit feedback on an ongoing basis, the AS will conduct meetings every month to analyze progress-
monitoring data. The Master Teachers (3 full time positions — one at each level), along with the principal, analyze
student data and create and institute an academic plan for the campus. MTs lead cluster groups of teachers and
demonstrate lessons, coaching and team teaching to career teachers. MTs partner with the principal in evaluating
teachers with the developed rubric and conduct follow-up conferences with teachers. Mentor Teachers (20 positions)
lead cluster meetings and provide classroom-based follow-up and extensive feedback on the instructional practices of
career teachers as well as evaluate teachers. Mentor Teachers receive guidance from the MTs. The DIT ensures that
the EEIP Program will receive consistent, high-quality management due to the "buy in” and support for this initiative from
the Superintendent of Schools and the DIT. Because BISD has struggled academically at several campuses, the
superintendent recognizes that EEIP has the research-based components that have the potential to improve educator
effectiveness in the district. The DIT is directly involved in the planning providing strong, supportive, and sustained
leadership. This “hands-on” administrative involvement will foster the communication, interaction, and collaboration
needed for a successful project. The superintendent and principals have been involved in numerous meetings focusing
on this proposal, assisting in developing the vision and policy statements at the district and campus level and will meet
again prior to the grant submission. A very tangible sign of the high level of commitment to and understanding of this
project’s goals is the level of local funding support committed by the superintendent. Strategies will be put in place that
accommoadate flexible implementation and will include time for collaboration, adjustments and feedback during the
project. The evaluation design - will measure progress by applying systematic research methods to measure the
implementation, fidelity, and outcomes of the EEIP. The evaluation will include formative and summative evaluation to
assess the extent to which process measures, performance measures, and outcomes have been accomplished. The
formative evaluation will focus on addressing whether or not activities are being implemented as planned. Ongoing
findings will be compared to performance measures and benchmarks, project timeline, and adjustments will be made as
needed. Baseline data will be collected immediately upon award. Evaluation methods will include pre- and post-surveys
of teachers and principais, observation rubrics of knowledge and practices of participating teachers, in addition to
teacher self-reports, interviews, and surveys. BiSD agrees to collect data and report annually during the life of the grant
on the mandatary performance measures for both “required practices” of Induction and Mentoring, Evaluation,
Professional Development and Collaboration and Strategic Compensation and Retention and “preferred practices” of
Recruiting and Hiring and Career Pathways. All Statutory Requirements as well as TEA Requirements have been
completely and accurately answered — The DIT has worked with the Superintendent to develop a local educator
excellence plan that will bring about improved educator quality and effectiveness,teacher retention, improved quality,
effectiveness and efficiency of district administration and improved student iearning and student academic performance
by meticulously analyzing and applying the Statutory and TEA requirements to the educator excellence plan.Qnagoing
commitment to the goals of this grant program — As previously stated above, the superintendent and the DIT have
pledged their support and sustained leadership fo the EEIP. BISD will employ every effort to sustain the EEIP through a
coordination of district, federal, state, community and school resources. BISD's general practices have always been to
implement and sustain promising educational programs that are effective for all learners to succeed academically and
will continue to do so with the EEIP. In addition, sustainability wili begin with a strong evaluation to measure ongoing
program and student achievement. Using this data, BISD will work with the campuses to incorporate best practices as
part of the district and campus Improvement Plans. As evidenced by BISD’s commitment to implementing, sustaining,
and expanding this project, BISDhas committed 10% in Title 1 and Schoo! Improvement funds to support this plan.

‘ForTEAUseOnly = .
Changes on this page have been confirmed with: On this date:
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Texas Education Agency
Standard Application System (SAS)

. Schedule #7—Payroll Costs (6100)

County-district number or vendor iD:025902

" Amendment # (for amendments oniy):

costs):

Estimated | Estimated
#of # of
Empioyee Position Titie PO:(;EI%NS Pzigﬁ}:s Year 1 Year 2
Grant Grant
Eunded Funded

Academic/instructional

1 | Teacher 5 3

2 | Educational aide 3 $

3 | Tutor $ $
Program Management and Administration

4 | Project director $ $

5 | Project coordinator

6 | Teacher facilitator $ 3

7 | Teacher supervisor 3 3

8 | Secretary/adminisirative assistant $ $

9 | Data entry clerk $ $

10 | Grant accountant/bookkeeper 5 $

11 | Evaluator/evaluation specialist 5 $
Auxiliary

12 | Counselor $ $

13 | Social worker 5 §

14 | Community liaison/parent coardinator 5 $

Other Employee Positions

15 | Master Teachers {for Grades PreK-3; 4-8,9-12) 3 $210,000 | $210,000
16 | Tile -] 5

17 | Title $ 5

18 Subtotal employee costs: | $210,000 | $210,000
Substitute, Extra-Duty Pay, Benefits Costs

19 | 6112 | Substitute pay $35,000 $35,000
20 | 6119 | Professional staff extra-duty pay (incentives for early hiring $602,500 | $602,500
21 | 6121 | Support staff extra-duty pay
22 | 6140 | Employee benefits $110,350 | $110,350
23 | 61XX | Tuition remission (IHEs only) ] 3
24 Subtotal substitute, extra-duty, benefits costs | 747,850 $747,850
o5 Grand total (Subtotal empioyee costs plus subtotal substitute, extra-duty, benefits $957,850 | $957,850

For guidance on when to submit an amendment for changes to salary amounts in line items and a list of unallowable costs,
see the guidance posted in the "Amendments” and "Grant Management Resources” sections of the Division of Grants

Administration Grant Mananement Resources page

For TEA Use Only

Changes on this page have been confirmed with:

On this date:

Via telephone/fax/email (circle as appropriate)

By TEA staff person:

REA #701-14-101; SAS #181-14
2014-20186 Educator Excelience Innovation Program

Page 10 of 43



Texas Education Agency

Standard Application System (SAS)

Schedule #8--Professional and Contracted Services {6200)

County-district number or vendor 1D:025902

| Amendment # (for amendments only):

NOTE: Specifying an individual vendor in a grant application does not meet the applicable requirements for sole-source
providers. TEA's approval of such grant applications does not constitute approval of a sole-source provider.

Expense ltem Description Year 1 Year 2
eo6g |_Rental orlease of buildings, space in buildings, or land 5 S
Specify purpose:
Contracted publication and printing costs (specific approval required only for
6299 | nonprofits) $ $
Specify purpose:
a. Subtotal of professional and contracted services (6200) costs requiring specific $ $
approval:
Professional Services, Contracted Services, or Subgrants Less Than $10,000
# Description of Service and Purpose SC heck If Year1 Year 2
ubgrant
Data analysis for value-added calculations/to provide district with
L individual student improvement L] $4.000 §4,000
2 L] $ $
3 ] $ $
4 L $ $
5 ] $ $
6 Ll $ $
7 C1 5 $
8 $ $
9 $ 5
10 [ $ $
b. g:gtgéaoi of professional services, contracted services, or subgrants less than $4,000 $4.000
Professional Services, Contracted Services, or Subgrants Greater Than or Equal to $10,000
Specify topic/purpose/service: Certify administrators, Master & Mentor Teachers in '
TAP evaluation system/to implement a program to enhance educator quality/National [JYes, this is a subgrant
Institute for Excellence in Teaching
Describe topic/purpose/service: Assist district with implementation of evaluation system for teachers/best practices
Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
V[ Contractor's payroll costs | # of positions: 4 $17,500 $17,500
Contractor’s subgrants, subcontracts, subcontracted services ] $
Contractor’s supplies and materials $ $
Contractor’s other operating costs s 3
Contractor’s capital outlay (allowable for subgrants only) 5 3
Total budget: |  $17,500 $17,500

For TEA Use Only
Changes on this page have been confirned with: On this date:
Via telephone/fax/email (circle as appropriate) By TEA staff person:

RFA #701-14-101; SAS #181-14

2014-2016 Educator Excellence Innovation Program
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Texas Education Agency

Standard App!lcataon System (SAS)

Schedule #BmProfessmnal and Contracted Ser\nces (6200! {cont.)

County-District Number or Vendor 10025902

[ Amendment number (for amendments only):

Professional Services, Contracted Services, or Subgrants Greater Than or Equal to $10,000 (cont.)

Specify topic/purpose/service: Program evaluation/to determine if EEIP shows
improvement in teacher knowledge & student achievement

[CYes, this is a subgrant

Describe topic/purpose/service;

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor’s payroll costs ! # of positions; 2 $10,000 $10,000
Contractor’s subgrants, subcontracts, subcontracted services
Contractor’s supplies and materials $500 $500
Contractor’s other operating costs $1500 $1500
Contractor’s capital outlay (allowable for subgrants only) 3 b

Total budget: $10,000 $10,000

Specify topic/purpose/service: Coaching/to enhance teacher

L IYes, this is a subgrant

Describe topic/purpose/service;

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs | # of positions: $ S
Contractor's subgrants, subceniracts, subconiracted services $ $
Contractor's supplies and materials $ $
Contractor’s other operating costs $ $
Contractor’s capital outlay (allowable for subgrants only) $ $

Total budget: $ $

Specify topic/purpose/service:

I_IYes, this is a subgrant

Describe topic/purpose/service:

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor’s payrol! costs | # of positions: $ $
Coniractor’s subgrants, subcontracts, subcontracted services $ S
Contractor’'s supplies and materials $ 3
Contractor's other operating costs $ $
Contractor's capital outlay (allowable for subgrants only) 3 $

Total budget: $ 3

Specify topic/purpose/service:

[Jves, this is a subgrant

Describe topic/purpose/service:

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor’s payroll costs % # of positions; 3 3
Contractor's subgrants, subcontracts, subcontracted services 5 3
Contractor’s supplies and materials $ $
Contractor’s other operating costs $ $
Contractor’s capital outlay {allowable for subgrants only) $ $

Total budget: $ $
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Texas Education Agency

Standard Application System (SAS)

Schedule #B—Professnunal and Contracted Servaces (6200) (cont.)

County-District Number or Vendor 10:025902

| Amendment number {for amendments only)

Professional Services, Contracted Services, or Subgrants Greater Than or Equal to $10,000 (cont.)

Specily topic/purpose/service:

| {_1Yes, this is a subgrant

Describe topic/purpose/service:

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs % # of positions: 3 5
Contractor's subgrants, subcontracts, subcontracted services $ $
Contractor's supplies and materials $ $
Contractor's other operating costs $ $
Contractor's capital oullay (allowable for subgrants only) 5 $

Total budget: $ $

Specify topic/purpose/service:

[Yes, this is a subgrant

Describe topic/purpose/service:

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs | # of positions: 5 S
Contractor's subgrants, subcontracts, subcontracted services $ S
Contractor's supplies and materials $ $
Cantractor's other operating costs S $
Contractor's capital outlay (allowable for subgrants only) 5 $

Total budget: 3 $
Specify topic/purpose/service: [J¥es, this is a subgrant
Describe topic/purpose/service:

Contractor's Cost Breakdown of Service to Be Provided Year 1 Year 2
Contractor's payroll costs # of positions: 5 $
Contractor's subgrants, subcontracts, subcontracted services $ 5
Contractor's supplies and materials 3 $
Contractor’s other operating costs % S
Contractor's capital cutlay {allowable for subgrants only) $ $

Total budget: $ $
¢. Subtotal of professional services, contracted services, and subgranis
greater thar? or equal to $10,000: ° $27.500 §27,500
a. Subtotal of_ gmfessiqnal services, contracted services, and subgrant $ g
costs requiring specific approval:
b. Zt;gt?;:Lo$f1%Tg;%s:510nai services, contracted services, or subgrants $4.000 4.000
c. g:et;at;ia: ;;np;c;feegﬁgrlgl $s‘Ie(}r’wol{t):{o:;:s, contracted services, and subgrants $27.500 $27.500
d. Remaining GZOO——Professir:mal senfices, contracted services, or g $
subgrants that do not require specific approval.
(Sum of lines a, b, ¢, and d) Grand total $31,500 $31,500

For a list of unallowable costs and costs that do not require specuﬁc approval, see the guidance posted on the Division of
Grants Administration Grant Management Resources page.
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Texas Education Agency

Standard Application System (SAS)

Schedule #3—Supplies and Materials (6300)
County-District Number or Vendor 1D:025902 E Amendment number {for amendments only):
Expense [tem Description
Technology Hardware—Not Capitalized
# Type Purpose CGuantity g::t Year 1 Year 2
1 $
6389 | 5 $
3 5 $ $
4 $
5 $
6399 | Technology software—Not capitalized 5 $
6399 | Supplies and materials associated with advisory council or commitiee $ $
Subtotal supplies and materials requiring specific approval: | § $
Remaining 6300—Supplies and materials that do not require specific approval: $4,500 4,500
Grand total: $4,500 4,500

For a list of unallowable costs and costs that do not require specific approval, see the guidance posted on the Division of
Grants Administration Grant Management Resources page.
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Texas Education Agency

Standard Application System {(SAS)

Schedule #1 0"—_-:0ﬂ'_'1ér Oper'atif_ld Cdsts (6400} -

County-District Number or Vendor 1D:025902

| Amendment number (for amendments only):

Expense item Description Year 1 Year 2
6411 Out-of-state travel for employees (includes registration fees) 5 g
Specify purpose:
Travel for students (includes registration fees; does not include field trips): Specific
5417 i approval required only for nonprofit organizations. $ g
Specify purpose:;
Stipends for non-employees (specific approval required only for nonprofit
6413 | organizations) $ g
Specify purpose:
Travel for non-employees (includes registration fees; does not include field trips):
6419 | Specific approval required only for nonprofit organizations $ g
Specify purpose:
Travel costs for executive directors (6411); superintendents (6411); or board
6411/ | members (6419); Includes registration fees [ g
6419 ;
Specify purpose:
6429 | Actual Josses that could have been covered by permissible insurance $
6490 | Indemnification compensation for loss or damage $
6490 | Advisory counci/committee travel or other expenses $
Membership dues in civic or community organizations (not allowable for university
6400 | applicants) 3 $
Specify name and purpose of organization;
Publication and printing costs—if reimbursed (specific approval required only for
6400 | nonprofit organizations) g $
Specify purpose:
Subtotal other operating costs requiring specific approval: 3 5
Remaining 6400—0ther operating costs that do not require specific approval $2,000 $2.000
Grand total: $2,000 $2,000

In-state travel for employees does not require specific approval. Field trips consistent with grant program guidelines do not
require specific approval. See TEA Guidelines Related to Specific Costs for more information about field trips. For a list of
unallowable costs and costs that do not require specific approval, see the guidance posted on the Division of Grants

Administration Grant Management Resources page.
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Texas Education Agency Standard Application Sysiem (SAS)

Schedule #11-—Capital Cutlay (6600/15XX)
County-District Number or Vendor 10:025902 | Amendment number (for amendments only):
15XX is only for use by charter schools sponsored by a nonprofit organization.

# Descriptien/Purpose Quantity Unit Cost Year 1 Year 2
6669/15XX—Library Books and Media (capitalized and controlled by library)

1] [ N/A 1 N/A B | $
86XX/15XX—Technology hardware, capitalized

2 $ 3 $

3 3 $ $

4 % $ $

5 3 $ $

6 $ $ $

7 3 3 3

8 $ $ $

9 $ 3 $
10 $ $ 5

11 3 3 3
66XX/15XX—Technology software, capitalized

12 $ % $
13 5 $ $
14 3 $ $
15 5 $ $
16 5 5 $
17 $ $ $
18 5 5 $
66X X/15XX—Equipment, fumiture, or vehicles

19 3 5 3
20 $ $ $

21 $ $ $
22 5 5 $
23 $ $ $
24 $ $ $
25 5 5 $
26 $ $ $
27 5 5 $
28 $ 5 $
86XX/15XX—Capital expenditures for improvements to land, buildings, or equipment that materially increase
their value or useful life

29 | 5 S

Grand total: 50 $0

or a list of unallowable costs, as well as guidance related to capital outlay, see the guidance posted on the Division of
Grants Administration Grani Management Resources page.
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Texas Education Agency

Standard Application System (SAS)

Schedule #12—Demographics and Participants to Be Servedwith Grant Funds

County-district number or vendor {D:025902

I Amendment # (for amendments on!y):

Part 1: Student Demographics.Enter the data requested for the population to be served by this grant program. If data
is not available, enter DNA. Use the comments section to add a description of any data not specifically requested that is
important to understanding the population to be served by this grant program.

Total enroliment: 3502

Category Number Percentage | Category Percentage
African American | 187 5% Attendance rate 96.13%
Hispanic 1353 39% Annual dropout rate (Gr 9-12) 6%

Asian 23 1 ;I;ﬁffnsoﬁoarl?rgg;dezdt ;(})t ; ;lj )performance, all tests 15%
Sﬁ‘;‘;’;ﬁ’;"{'}‘;:géd 2162 61% Students taking the ACT and/or SAT 62%
;:?étgnﬁ?fgs;) 109 3, ;\;geagtea gS;‘;T score {number value, not a 979
ga:gé;;::z?g 679 39, ?;gearg‘;g ;e(';‘T score (number value, not a 20.6
Comments

Part 2: Teacher Demographics. Enter the data requested. If data is not available, enter DNA,

Category Number Percentage Category Number Percentage
African American | § 2% Noc degree 1 4%
Hispanic 8 4% Bachelor's degree 203 83%

White 227 92% Master's degree 41 17%

Asian 0 0 Doctorate 0 0

1-5 years exp. 46 19% Ava. salary, 1-5 years exp. $35,944 N/A

6-10 years exp. 55 22% Avg. salary, 6-10 years exp. $38,893 N/A

11-20 years exp. 81 33% Avg. salary, 11-20 years exp. 346,852 N/A

S;; r 20 years 53 22% Avg. salary, over 20 years exp. | $54,325 N/A
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Texas Education Agency Standard Application System (SAS)

County-district number or vendor 1D:025902 { Amendment # (for amendments only):
Part 3: Students to Be Servedwith Grant Funds. Enter the number of students in each grade, by type of school,
projected 1o be served under the grant program.

PK
(3-4) K 1 2 3 4 5 6 7 8 9 10 | 11 | 12 @ Total

Public 168 | 300 | 315 | 255 | 284 | 270 | 266 | 255 | 254 | 242 | 278 | 223 | 203 | 189 | 3502

Open-enrcliment
charter school

Public institution

School Type

Private nonprofit

Private for-profit

TOTAL: 168 | 300 | 315 | 255 | 284 | 270 | 266 | 255 | 254 | 242 | 278 223 203 | 189 | 3502

Part 4: Teachers to Be Served with Grant Funds. Enter the number of teachers, by grade and type of school,
projected to be served under the grant program.

School Type (g’fj) K| 1 23| 4|5  6/7 18] 811! 1 12 Total
Public 8 | 16 | 17 | 16 | 17 | 16 | 15 | 17 | 21 | 22 | 17 | 18 | 18 | 17 | 235

Open-enrollment
charter school

Public institution

Private nonprofit

Private for-profit
TOTAL: 8 16 | 17 | 16 | 17 | 16 1 15 | 17 | 21 | 22 { 17 | 18 | 18 | 17 | 235

For TEA Use Only
Changes on this page have been confirmed with: On this date:
Via telephoneffax/email (circle as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 18 of 43

2014-2016 Educator Excellence Innovation Program



Texas Education Agency Standard Application System (SAS)

Schedule# 3 eeds Assessment

County-district number or vendor ID 025902 [ Amendment # (for amendments only)

Part 1: Process Description. A needs assessment is a systematic process for identifying and prioritizing needs, with
“need” defined as the difference between current achievement and desired or required accomplishment. Describe your
needs assessment process, including a description of how needs are prioritized. Response is limited to space provided,
front side only. Use Arial font, no smaller than 10 point.

BISD continuously solicits feedback from its stakeholders as to the needs of the district in an organized and
comprehensive manner. In order to ensure buy-in from all stakeholders a DIT is composed of the Superintendent,
representatives from the district-level, campuses, community members, business leaders and parents. This needs
assessment process systematically reviews current practices, processes, and systems within BISD as well as examine
and analyze the state of current student achievement, and set goals for student achievement. Since one campus
{Coggin Elementary School) in this project has an accountability ratings of “Improvement Required” by TEA and four
campuses (Northwest Elementary, Brownwood Intermediate School, Brownwood Middle Scheol, and Brownwood High
School) did not meet AYP, multiple sources of data have been examined to identify the priority needs of the campuses.
The DIT is organized into committees with each focused on gathering and analyzing data. The committees determine
which data should be collected to provide the most information regarding the strengths and needs of the district. The
needs assessment became the tool that guided meaningful district and campus planning.

Process to identify and prioritize the needs of the campuses:

A School Profile at each campus was created by collecting baseline or comparison data across multiple years to identify

patterns, trends, strengths, and the needs of each campus. A full scan of the campus’ environment provided information

to be collected and analyzed for the needs assessment via the following activities:
« Individual and group interviews with the superintendent, principal, assistant principal, counselor, teachers,

parents and students (when age appropriate)

Pre-assessment survey feedback from stakeholders that included teachers, parents, and students

Direct classroom observation using the Rigor/Relevance Rubric

Review of school data (PEIMS, AEIS, CIPs, lesson plans, etc.)

STAAR test scores and TPRI scores as well as benchmark assessments (aggregate for subgroups, dropout

rates, student mobility, attendance rates, and graduation rates)

Curriculum and instruction issues were examined, including alignment with TEKS and STAAR

Professional development needs were assessed including teacher qualifications, the nature of professional

development, planning time for teachers, financial incentives.

+ The current mentoring program was analyzed through questionnaires and conversations with first through third
year teachers

s  Family and community involvement was explored (communication with parents about student achievement,
their involvement in decisions, supports provided to families, and/or business partnerships)

The DIT performed a “GAP” Analysis to check the actual performance of students against the TEA Phase-In standards.
Another committee determined the current state of skills, knowledge, and abilities of teachers and staff members as well
as organizational goals, dimate and internal and external constraints, By using multiple data sources to compare data,
priority needs emerged. These priority needs will help the DIT make informed decisions that will ensure that all students
meet challenging academic standards and meet district and campus goals.

.« & & &

+ The “Gap” Analysis produced a large list of needs for staff training and development, organizational
development, and student interventions. Next, the cammittee determined if the needs were real, if they were
worth addressing, and their impaortance and urgency was detailed

s Causes for student performance problems were identified based on reoccurring trends
Growth opportunities for staff were identified based on interviews with staff, surveys, and data collsction
The recommendations from the DIT committees were communicated to the entire DIT and the task of prioritizing
the needs was done by the entire DIT over several months and numerous mestings.

« Atimeline that included the description of the general prioritized steps and activities {o be implemented were
developed and disseminated {o the campuses.

+ Implementation according to the adopted timeline will begin at the campus and district level
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Texas Education Agency

Standard Application System (SAS)

- Schedule #13—Needs Assessment (cont)

County-district number or vendor 1D:025902

| Amendment # (for amendments only):

Part 2: Alignment with Grant Goals and Objectives. List your top five needs, in rank order of assigned priority. Describe
how those needs would be effectively addressed by implementation of this grant program. Response is limited to space
provided, front side only. Use Arial font, no smaller than 10 point.

# ldentified Need

How Implemented Grant Procgram Would Address

There is a need to strengthen the knowledge, skills
and practices of teachers to improve student learning
at the targeted BISD campuses that according to the
Texas Academic Performance Report are classified as

The adopted framework for academic improvement will
create strategic career pathways so that Master Teachers,
Mentors, and instructional coaches will take on additional
responsibilities at the campus level, become part of the

1. Improvement Required or did not meet AYP campus administrative leadership team, and assist in
requirements. transforming educator quality, effectiveness and efficiency to
improve student learning and student academic performance
for students enralled in these Title | schools.
There is a need to increase the quality of instruction Master and mentor teachers will provide on-going, job-
and reduce the variability within that quality between embedded professional development to teachers through
teachers and between campuses in the district through | weekly cluster meetings focused on specific student needs
ongeing, job-embedded professional development. and research-based instructional strategies. Master and
mentor teachers follow up with instructional support in the
2. teacher’s classroom on a routing basis.Mentors will be
provided to all first-year teachers to guide and support them
as they begin their teaching careers. The purpose of the
Mentor Program will be to provide mentors and mentees
support in order to facilitate professional growth.
There is a need to systematically provide meaningful BISD will utilize a comprehensive approach to teacher
and constructive feedback to improve teacher evaluation and teacher incentive pay that will depend upon
performance and to generate formative and multipie measures of both teaching practices and teaching
3 summative evaluation results to inform and guide outcomes. The evaluation system will provide differentiated
" | professional development in a meaningful way. feedback for teacher improvement and teachers will be
observed in classroom instructional several times a year by
multiple trained observers using rubrics for several
dimensions of instructional quality.
There is a need to distinguish between the differences | BISD will use a combination of weekly cluster group
in teaching perforrmance among teachers in the district | meetings in which teachers and the master and mentor
in order to address ineffective performance and teachers examine student data, engage in collaborative
recognize effective performance. planning and learning instructional strategies that have been
4, field-tested on their campus and have the opportunity to earn

bonuses each year based on their observed skills,
knowledge and responsibilities, their students' average
growth in achievement, and the entire school school’s
average student growth,

There is a need to recruit and hire new teachers as
well as minority teachers from the ranks of high
achieving recent college graduates, high performing
educator preparation programs or with a proven record
5. | of success in improving student performance

BISD will provide teachers new to the district Mentors to
assist them in their transition to the school; a Master Teacher
to provide embedded, ongoing professional development;
Individual Growth Plans to assist teachers in accomplishing
instructional geals that lead to increased student
achievement; cluster meetings that provide training and
coordination with grade level/subject area teachers; and a
performance-based compensation system based on student
and teacher growth.
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Texas Education Agency

: _ _ _ Standard A_ppEication System (SAS)
“Schedule #14—ManagementPlan - =~ - A

County-district number or vendor 1D:025902

[ Amendmeht # (for amehdments only):

Part 1: Staff Qualifications. List the titles of the primary project personnel and any external consultants projected to be
involved in the implementation and delivery of the program, along with desired qualifications, experience, and any
requested certifications. Response is limited to space provided, front side only. Use Arial font, no smaller than 10 point.

# Title Desired Qualifications, Experience, Certifications
Master's Degree in Education;at least five years experience in an education; supervisory experience of
1. i Coordinator | medium to large teams; experience in fiscal/budget management, data reporting, and management
information systems; and evaluation
M Bachelor's Degree in relevant academic discipline; at least five years of successful teaching as
aster o L ;
2. T measured by performance evaluations; demonstrated expertise in content, curriculum development,
eachers . ; . e .
data analysis, mentoring and professional development, certified in teacher appraisal system ]
Bachelor’s degree and Texas Teaching credentials; at least three years of teaching experience;
Mentor . A ; i . ,
3. T classroom demonstration showing instructional excellence; student data that #lustrates the teacher's
eachers i . - e s . :
ability to increase student achievement through utilizing specific instructional strategies
Texas Principal Certified; certified in teacher appraisal system; will serve as the head of the school
4 Campus leadership team; work collaboratively with the staff to create school assessment plan, evaluate
* 1 Principal teachers, identify needs in teacher professional development; communicate student progress,
knowledgeable in instructional practices
Doctorate and Master level consultants; at least three years experience in working with teacher
5. | Consultant evaluation models, teacher and administrator fraining, master and mentor teachers, teacher
performance incentives, expertise in data collection and value-added concepts

Part 2: Milestones and Timeline. Summarize the major objectives of the planned project, along with defined milestones

and projected timelines. Response is limited to space provided, front side only. Use Arial font, no smaller than 10 point.
# Objective Milestone Begin Activity End Activity
Students in grades  |_1. ;| Employ Master Teacher at each project campus 04/01/2014 08/31/2016
3-8 will score 75% 2. i Designate Mentor Teachers at each project campus 04/01/2014 08/31/2016
1. | in core subject 3. | Campus leadership teams analyze student tests 06/01/2014 08/31/2016
areas on the 4. | Reconfigure daily schedule for teacher collaboration 08/25/2014 08/31/2016
STAAR 5. | Teachers are proficient in setting, monitoring goals 08/25/2014 08/31/2016
100% of new 1. | Each new teacher will be assigned a mentor 08/25/2014 08/31/2016
teachers will 2. | Teachers & mentors develop individual growth plans 08/25/2014 08/31/2016
2. receive mentoring 3. | Mentors tailor support to each new teacher 08/25/2014 08/31/2016
& professional dev 4. | Mentors model research-based strategies 08/25/2014 08/31/2016
" | 5. | Mentors & teachers examine student work 08/25/2014 08/31/2016
1. | Teachers will be evaluated four times a year 08/25/2014 08/31/2016
100% of teachers 2. | Financial incentives to reward teacher performance 08/25/2014 08/31/2016
3. | will participate in 3. | Avalue-added growth model will be developed 08/25/2014 08/31/2016
evaluation process | 4. | A school-level achievement growth will be developed 08/25/2014 08/31/2016
5. | Cognitive coaching and self reflection will be added 08/25/2014 08/31/2016
75% of teachers 1. | Master/Mentors provide job-embedded training 08/25/2014 08/31/2016
will increase their 2. | Teachers complete self-assessment 08/25/2014 08/31/2016
4. | quality of 3. | Teachers attend weekly cluster mestings 08/25/2014 08/31/2016
instruction on 4. | Mentors will be available to all teachers 08/25/2014 08/31/2016
evaluation rubric 5. ; Mentors will provide in-classroom instruction 08/25/2014 08/31/2016
100% of new 1._| Monetary incentives for early hiring 04/01/2014 08/31/2016
teachers will be 2. | Provide incentives for early notification of retirement 04/01/2014 08/31/2016
5. | recruited from high | 3. | Provide career pathways for teacher opporiunities 04/01/2014 08/31/2016
achieving prep 4. | Additional respansibilities will receive compensation 04/01/2014 08/31/2016
programs 5.

Grant funds will be used to pay only for activities occurring between the beginning and ending dates of the grant,

as specified on the Notice of Grant Award.
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Texas Education Agency Standard Application System (SAS)

- 'Schedule #14—Management Plan (cont) ~ .

County-district number or vendor 1D:025902 ! Amendment # ('for amendments only):

Part 3: Feedback and Continuous Improvement. Describe the process and procedures your organization currently has in
piace for monitoring the attainment of goals and objectives. Include a description of how the plan for attaining goals and
objectives is adjusted when necessary and how changes are communicated to administrative staff, teachers, students,
parents, and members of the community. Response is limited to space provided, front side only. Use Arial font, no smaller
than 10 point.

Currently theDIT composed of the Superintendent, representatives from the district-level, campuses, community members,
business leaders and parents are responsible for the monitoring and attainment of goals and objectives. The Assistant
Superintendent is responsible for overseeing the development and monitoring of campus timelines that include milestones
and actlivities to ensure timely implementation and attainment of the campus goals. The timeline and outcomes are
reviewed every 6 weeks with the DIT. Thus, when objectives are not being met, an action plan is developed between the
principal, the staff, and the Assistant Superintendent. For this project, the Project Director wilt act as the liaison between
the campus staff, campus administrators, Master and Mentor Teaches and the DIT to ensure ongoing coordination and
commurnications occur in the following manner: 1) Monthly DIT meetings will be heid to report on the program’s
implementation schedule and discuss needs as well as issues and concerns. The EEIP Project Director will monitor the
program on a regular basis to ensure that all components are in place, gather feedback, and offer recommendations for
improvements. 2) Feedback will be collected on a monthly basis from staff, administrators, teachers, parents, students, and
community partners. Campus staff will document specific instructional use of interventions and tutoring, staff development,
administrative data coltection, analysis, and communication and report the impact and results during DIT meetings. This
feedback will be utilized to make modifications in the program for the purpose of improvement and the Project Coordinator
will coordinate information gathering for the external evaluator. 3) Weekly postings will be made to the BISD online
community created at Project Share to access content, collaborate, share resources, monitar implementation checkpoints,
and disseminate, and provide support to stakeholders. A link from the BISD's website will be available to disseminate
information, document project activities, and report outcomes. The Project Director will provide continual communication
via email and memarandums with district and campus administrators, project teachers and school board members {0
ensure frequent communication and feedback of strengths and weaknesses of the program.

Part 4: Sustainability and Commitment.Describe any ongoing, existing efforts that are similar or related to the planned
project. How will you coordinate efforts to maximize effectiveness of grant funds? How will you ensure that all project
participantsremain committed to the project’s success? Response is limited to space provided, front side only. Use Arial
font, no smaller than 10 point.

Currently BISD has several ongoing, existing initiatives that are similar to the planned project. First, BISD has a Mentor
Program for teachers new to the teaching profession. However, since 2011, a stipend is not paid to the Mentor Teachers
from district funds due to budget cuts. Secondly, BISD has identified critical areas of need in which the district has difficulty
in recruiting and retaining certified teachers. Teachers that are recruited in these critical need areas but are no longer paid
a signing bonus or a stipend due to budget cuts. However, these critical areas of need are a focus of recruiting teachers to
the district. BISD’s Board of Trustees will coordinate efforts_ to maximize the effectiveness of grant funds and sustain the
EEIP program by continuing anyexisting initiatives once the district can afford to do so.

BISD has pledged their commitment to this project’s success in several ways. First, the DIT established that at least 85%
of the classroom teachers at the targeted campuses would commit to the EEIP Program. Once polled, 100% of the
teaching staff and administrators at the targeted campuses agreed to commit to the EEIP. Another very tangibie sign of the
high level of commitment to and understanding of this project’s goals is the level of local funding support committed by the
superintendent. The Superintendent has committed the use of facilities, equipment, supplies, ctassrooms, transportation,
utitities, telecommunications and administrative services for teachers, students, and parents at no-cost to the project.
Sustainability of the EEIP project will be done with local funds, state funds, and through other grants. The Board of Trustees
is committed to the goals of the EEIP project and the continuation of the initiative into the future.
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Texas Education Agency Standard Application System (SAS)

County-district number or vendor |D:025902 [ Amendment # (for a'me'n'drr'lents only):

Part 1: Evaluation Design.List the methods and processes you will use on an ongoing basis to examine the effecliveness of project
strategies, including the indicators of program accomplishment that are associated with each. Response is limited to space provided, front
side only. Use Arial font, no smalier than 10 point.

# Evaluation Method/Process Associated Indicator of Accomplishment

QOutcome Evaluation: Student value-added results on STAAR will result in one year's growth

1. | (documentation review; 100% of 1" year teachers were assigned a mentor from same subject

observation; survey) 100% of mentors/mentees provided 1 hr/wk of release collaberation time

Outcome Evaluation: The attrition rate of teachers assigned a mentor will be less than 10%

2. | (documentation; observation; 100% of MT & mentors are trained to conduct teacher observations

questionnaires) 75% of core teachers scored proficient on formal evaluation rubric

Outcome Evaluation: For each domain on the evaluation rubric, 75% of teachers increased

3. | (evaluation rubric; 85% of teachers/administrators retained/offered contracts from prior year

documentation; interviews) 79% of teachers received additional compensation beyond salary schedule

Outcome Evaluation: 85% of teachers received differentiated compensation as a result of EEIP

4. | (evaluation rubric; 85% of non-classroom staff received compensation as result of EEIP

documentation; interviews) 90% of retiring or leaving teachers accepted early notification offer

Outcome Evaluation: S additional MT and mentor positions added due to EEIP implementation

NI N =N 2 LN =2 ) N =

8, | {evaluation rubric; Teacher observations with the approved rubric increased to 4 obs. yearly

documentation; interviews) 3._| Professional development will be done in cluster meetings 1 hr. weekly

Part 2: Data Collection and Problem Correction. Describe the processes for collecting data that are included in the evaluation design,
including program-level data such as program activities and the number of participants served, and student-level academic data, including
achievement results and attendance data. How are problems with project delivery to be identified and corrected throughout the project?
Response is limited to space provided, front side only. Use Arial font, no smalier than 10 point.

The processes for collecting data included in the evaluation design is an ongoing process and began with each of the

campuses in this project developing a Needs Assessment Summary and Improvement Pian as part of the School
Improvement Process. It is the goal to conduct the needs assessment to identify strengths, needs and priority areas of focus
but extend beyond reviewing student achievement data to assessing the needs of the entire campus. The DITworked
together to identify specific goals for each campus based on Adequale Yearly Progress. According to the Texas Academic
Performance Report (TAPR) 2012-13, 24% of the students in the district will need Acceleraied instruction in reading and
Among minority students in the district, over half will need acceleration in reading and 38% in mathematics. Attendance for
students in the district does not meet the state average of 96.6% in any subgroup except English Language Learners. The
following data is collected at the campus level : 1) pre-post tests; 2) standardized open-ended interview/surveys of teachers
and administrators; 3) classroom observations by principal, MT, Mentors; 4) professional development surveys (after each
session and self-assessment of educator (annually); and 5) percentage of participating students who achieve significant
gains on an assessments); 6) number of students with improved performance in assessments; 7) percentage of
participating 3-8" grade students who meet or exceed proficiency on the STAAR in the areas of reading and writing (2011-
2013). The problems that have been uncovered with project delivery will be identified and corrected through the Root Cause
Analysis method. As a part of goal identification, each project campus is able to identify the number and names of children
they need to help reach proficiency.Root-cause analysis assists the campuses in identifying all possible interactions that
could be contributing to the area of concern. This data will be used to inform decisions and improve implementation of the
program by: 1) Analyzing data at different levels: all personnel will receive training through the program in accurately
interpreting data and utilizing data to inform instructional decisions for each child. 2) Extensive professional development:
data collection and analysis will be conducted. 3) Teacher Effectiveness: Principals and administrators will collect and
monitor teacher performance data through Eduphoria and teacher observations from muitiple evaluators. With access to
clear progress data and reports, administrators will be able to identify improvement targets and personalize professionat
development to help teachers deliver instruction that promotes increased achievement among all students in their classes.
This will directly impact accountability for the program because administrators will have the information and time needed to
create differentiated professional development plans for teachers to ensure that they have all the support they need.
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Schedule: #16—Responses to Statubory Requlrements o : S

County-district number or vendor ID:025002 | Amendment # (for amendments only)
Statutory Requirement1:Required - Describe the components of the induction system, including a mentorship or
instructionat coaching program, with details such as mentor selection and training, mentor stipends, mentor/mentee
meetings and release time, and mentee observation opportunities. Response is limited to two pages, front side only.
Use Arial font, no smaller than 10 point,
Defining Educator Responsibilities: A core element of BISD's EEIP Program will be multipte career paths. BISDwill
encourage good teachers to move into a variety of teaching positions, which includes Career Teachers, Mentor
Teachers, and Master Teachers-depending on their interests, abilities and accomplishments. Mentor Teachers will play
an integral role by providing critical support and modeling of teaching practices on an ongoing basis. One rale of the
Mentor Teacher will be to support professional advancement for teachers without the teachers having to "teave the
classroom.” Mentor Teachers will maintain a full class load and given release time to support the Master Teacher and
Career Teacher as they plan and deliver professional growth opportunities for teachers who are either "zero” experience
teachers or teachers who need extensive interventions according to their Growth Plan. Mentor Teachers will serve on
the school leadership team with the administrators and the Master Teacher and accept evaluation/conferencing
responsibilities. Mentor teachers will support Career Teachers, analyze student data, and assist Career Teachers with
their individual growth plans (IGPs). Mentor Teachers are actively involved in enhancing/supporting the teaching
experience of Career Teachers. With oversight and support from the Master Teacher, they will [ead cluster meetings,
provide classroom-based follow-up and extensive feedback on the instructional practices of Career Teachers, with input
and guidance from the Master Teacher. Specific Responsibilities for Mentor Teachers will be:

* Create the school academic achievement plan from the analysis of student data

s Plan and facilitate group meetings during Professional Growth Blocks of time and provide follow-up, with
oversight from the Master Teacher
Team-teach with colleagues, demonstrate model lessons and develop and help implement curriculum
Observe and provide peer assistance and coaching toward meeting teachers’ IGP goals
Evaluate teacher performance using the instructional evatuation rubric
Participate in all trainings and become a certified evaluator

.« & 2 9

There will be a ratio of one Mentor Teacher to every twelve (12) Career Teachers, which will allow Mentor Teachers to
have the time to work with Career Teachers.

Mentor Selection and Training — BISD currenily has a Teacher Mentor Program for all “zero” experience teachers at
each campus but it is limited in scope. In the EEIP Program a competitive hiring process will be implemented. BISD will
advertise, interview, and hires Mentor Teachers who share instructional leadership with the principal. Mentor teachers
will be selected through a performance-based selection pracess that will inciude intensive interviews and include
conducting model lessons. A hiring committee from the DIT will assist in the hiring process for Mentor Teachers. This
committee will consist of both campus and district personnel. Mentor Teachers will be expected to have a record of
increasing student achievement; excellent communication skills; an understanding of how to facilitate growth in adults;
and instructional expertise demonstrated through mode! teaching, team teaching, video presentations and student
achievement gains. Additionally, Mentor Teachers will be required to have a Bachelor's degree in a relevant academic
discipline; at least three years of successful teaching as measured by performance evaluations; and demonstrated
expertise in content, curricutum development, student learning and data analysis. With BISD's experience with the
current Mentor Program, BISD has concluded that teachers who demanstrate these required skils are likely to be able to
apply their skilf set and are likely to be effective. Research indicates that without mentor support, far toc many new
teachers will leave the profession within five (8) years (Keiler, 2007). A strong mentoring program that combines clearly
defined campus-based procedures and a level of district support is one of the most effective methads by which BISD can
develop and retain quality teachers and improve student achievement,

Mentor Stipends: Currently Mentor Teachers are not paid a stipend to work with Mentees for a full year. However,
through the EEIP Program, Mentor Teachers wili accept more responsibility such as an increase in Career Teacher
observations and meetings with Career Teachers as well as being a part of the evaluation team for Career Teachers.

An additional stipend augmentation of $2,500 per Mentor Teachers will be paid with EEIP funds.

Mentor/mentee meetings: Through the EEIP Program the training for Mentors will be expanded from the current
Mentoring program and become more rigorous. Currently Mentor Teachers have atiended one district meeting,
attended two campus meetings, and a PACT refresher course held annually. Through the EEIF Program, as members
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of the Campus Leadership team, Mentor Teachers will be required to attend an exiensive trainingduring the summer
2014, before initial EEIP implementation. This initial training includes an overview of the EEIP system, an in depth
training on the evatuation process, leadership team, and cluster group meetings. Each leadership team member,
including the Mentor Teachers, must attend these initial trainings and then successfully complete a certification test prior
to becoming a certified evaluator. Mentor Training is designad to provide systemic support for beginning teachers in
their first and second years on the job. It is part of a coherent, standards-based system that begins with the state student
standards and continues through pre-service preparation, induction, and in-service professional development. Beginning
teachers who receive support attain greater professional expertise more quickly than unsupported beginning teachers.
This support can atso lead to higher academic achisvement among Texas students. Training is designed o help Teachsr
Mentors in their role working with new teachers. The three-day training will be contracted by & qualified vendor and
include:

+  Overview of Mentoring System

+  Qualities of Effective Mantors

o Understanding the Beginning Teacher

e Building the Mentor-Beginning Teacher Parinership

+ Introduction to the Mentoring Performance Standards

= Working with Performance Siandards

« Gathering evidence to help the beginning teacher reflect on his/ her practice

« Using an Activity Profile (TAP) as an assessment {ool for observing and giving feedback to the beginning
teacher

« Developing an action plan for the heginning teacher

On-going professional development and follow-up during the fall and spring will be done. Topics discussed in the
follow-up will focus on: Content Knowledge and Pedagegy; Verbal and Non-Verbal Communication Skitls; Attributes and
Learning Styles of ELL; Classroom Observation, Instructional, and Assessment Skills Related to Performance of
Students; Strategies for Providing Constructive Feedback and Social Suppaort for Students, Problem-Solving Skills; and
Formative Assessment and Self-Assessment.

Release time: Mentor Teacher release time will be available for coaching mentees, evaluation, observations,
demonstration or model lessons, team teaching and planning cluster meetings. The DIT will ensure that time will be
allotted for mentoring. This time may include but is not be limited to scheduling common planning sessions, releasing
the mentor and the new teacher from a portion of their instructional and/or non-instructional duties, and providing time for
mentoring during conference days, before and after the school day, and during summer arientation sessions.

Mentee observation opportunities: Mentoring, when done effectively, creates a partnership between two individuals—
the Mentor Teacher and the Mentee (Gray & Gray, 2003). One goal of the EEIP Program is to provide support for the
Mentee and allow the Mentor Teacher and the Mentee to have an opportunity to meet and discuss/share successes and
concerns, and pinpoint areas for improvement. The monthly checklist will provide a beginning dialogue on specific topics
for your meetings. Mentor Teachers will be given release time to support the support Mentees, provide professional
growth opportunities, support Career Teachers with their IGPs, and support the Master Teachers.
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Schedule #16-—-Re3ponses to Statuﬁory Requ;remente

County-district number or vendor |D:025802 | Amendment # (for amendments only)
Statutory Requirement 2:Required - Describe the steps taken in conducting multiple observations for teachers
throughout the school year and identify what observation rubric is used, who is trained and deployed to observe
teachers, and the goals of both pre- and post-observation meetings. Response is limited to two pages, front side only.
Use Arial font, no smaller than 10 point,

Steps taken in conducting multiple observations for teachers (See Figure 1):

Steps Taken Description

Orientation BISD will provide an orientation on the teacher evaluation system at the beginning of each
school year. The orientation provides the opportunity for all staff to understand the
evaluation process; how they will be evaluated; what they will be evaluated against; and to
clarify roles and responsibilities related to teacher evaluation. This will ensure that teachers
who are new to the system will have the knowledge they need to actively participate in their
own evaluation.

Self-assessment and Each teacher will complete a self-assessment using the same rubric on which they will be
Goal Setting evaluated. This provides teachers the opportunity to reflect on personal performance as it
relates directly to the knowledge and skills articulated within the rubrics. The self-
assessment is to assist in collaborative professional dialogue with the evaluators and not
intended to make final performance judgments.

Pre-svaluation The pre-evaluation conference is intended to ensure that the teacher understands the
conference evaluation process and address any questions or concerns related to their evaluation. In
addition this meeting is to review the self-assessment and finalize the performance goals for
the current school year.

Data Collection This step provides the opportunity for the evaluator(s) to coliect performance data in and
outside the classroom. Data collecting offers the opportunity to provide fair and constructive
feedback to the teacher on their performance using a number of data collection methods.
Data collection can include but not limited to; formal and informal in-class observations,
walkthroughs, review of artifacts and evidence, surveys, and active participation in essential
responsibiliies, such as PLC's, staff meetings, parent and student conferences.

Mid-Year Conference Mid-year conferences provide the opportunity for the evaluator(s) and the teacher to meet
briefly in order to assess the progress of the teacher’s performance in relationship to their
defined performance goals and the expectations detailed in the CUES Framework Rubrics.
Data Coltection Identical to Data Collection above

Summary Rating Summary Ratings are to be completed by the evaluator(s) prior to the Final Conference and
’ Goal Setting meeting. The evaluator(s) review the data collected during the school year that
has been recorded on the observation rubric form along with the artifacts and evidence
presented throughout the evaluation cycle. The evaluator(s) makes final ratings based on
the scoring rule and consideration of data, artifacts and evidence collected throughout the
evaluation cycle.

Final Conference & The teacher and their evaluator(s) meet to discuss results from the Summary Rating form.
Goal Setting Should the evaluator(s) and the teacher not agree on the final ratings during the end-of-year
review, they should determine what additional evidence is needed in order to arrive at the
correct rating. A suggested two-week period provides adequate time to collect and
summarize any additional artifacts and evidence that would substantiate performance final
ratings. Using the element and standard ratings, comments, and artifacts discussed, the
teacher and evaluator(s) discuss areas on which to improve. The teacher will begin develop
a professional growth plan designed to address any areas in which he/she needs growth,
professional development or training required, and other resources needed to fully
implement the individual professionat growth plan in preparation for the subsequent school
year.

identify what observation rubric is used: BISD teachers will be held accountable for high quality classroom
instruction through the Teacher Advancement Program (TAP) Instructional Rubric. The evaluation process is
delivered through an annuat evaluation cycle that is supported by short cyde processes of data collection and formative
feedback. During the first year of implementation a considerable amount of time is spent in cluster meetings introducing
the teaching staff to the indicators in the instructional rubric. Master Teachers will continue to embed the instructional
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rubric indicators into weekly cluster meetings which provide a solid opportunity for these Master Teachers to model what
specific indicators look like and sound like in effective classroom teaching. After year one, teachers are evaluated four
times during the school year {(one announced and three unannounced).

Who is trained and deployed to observe teachers: Teacher effectivenass will be evaluated annually based on multiple
measures, including student achievement growth at the classroom and school-wide level, the average of scores from
four or more classroom cbservations each year, and a teacher responsibilities survey. After the first year of
implementation, BISD will require teachers to be evaluated by members of the Campus Leadership Team (principal,
assistant principal(s), Master Teacher, and Mentor Teachers) four or more times a year in announced and unannounced
classroom observations using the TAP Instructional Rubric. Evaluators are trained to conduct lesson length observations
that allow for viewing of the beginning, middle and end of a lesson. The lesson lengths vary based upon content and
grade level. The evaluation process is imbedded within a larger scope of professional development for the campus.
Evaluators are annually recertified before conducting evaluations,

The goals of both pre-and post-observation meetings: The goal of the pre-observation conference is to provide
opportunities for the teacher and the evaluator to review performance goals and discuss the content, expectations, and
areas of focus, instructional strategies and outcomes of the upcoming lesson. The pre-evaluation conference also
provides the teacher and the evaluator the opportunity to engage in collaborative conversations about teaching and
learning. At this meeting the teacher and the evaluator discuss the teacher’s self-assessment and the most recent
professional development plan. The primary purpose of the pre-evaluation conference allows the teacher and the
evaluator to discuss professional teaching practice in relation to the TAP Instructional Rubric.

Then after alt classroom observations, there is a “post-conference” session with the evaluator to discuss the findings.
This cognitive coaching session offers teachers the opportunity to develop a plan for building on strengths and improving
weaknesses. Evaluators must present evidence supporting the score they assigned to the teacher, further increasing the
credibility, relevancy and transparency of the evaluation system. Additionally, the teacher must self-reflect and score
each compenent of the lesson. The evaluation data management system then automatically tracks scores to ensure
inter-rater refiability.

Figure 1: The steps of the evaluation process:
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‘Schedule #1 G—Responses to Statutnry Requlrements

County-district number or vendor 10:025902 | Amendment # (for amendments oniy)
Statutory Requirement 3:Required - Describe the formal evaluation process, including what evaluation rubric is used,
the domains addressed and the evidence sought to support evaluation results, including multiple measures of teacher
performance, such as student growth, teacher self-assessment and student evaluations, who conducts formal
evatuations, the timing (when and how long) of formal evaluations, and the process and content of summative evaluation
meetings.Response is limited to two pages, front side only. Use Arial font, no smalter than 10 point.

The formal evaluation process-evaluation rubric used: Teacher effectiveness will be evaluated annually based on
muftiple measures, including student achievement growth at the classroom and school-wide level, the average of scores
from four or more classroom observations each year, and a teacher responsibilities survey. BISD teachers will be
evaluated annually using multipie measures, which are combined using a clearly defined evaluation rubric to rate their
performance on a 5-point scale. Muitipie observation-based assessments per year will be done hy members of the
principal, assistant principal(s), Master Teacher and Mentor Teachers at least four times a year in announced and
unannounced classroom observations using the Skills and Knowtedge rubric from the TAP Skills, Know/edge and
Responsibilities Performance Standards (Standards).Evaluators are trained to conduct lesson length observations that
allow for viewing of the beginning, middle and end of a lesson. The lesson lengths vary based upon cantent and grade
fevel The evaluation process is imbedded within a larger scope of professional development for the campus. Evaluators
are annually recertified before conducting evaluations.

The domains addressed and the evidence sought to support evaluation resuits, including muitiple measures of
teacher performance, such as student growth, teacher seif-assessment and student evaluations: The TAP
instructional Rubric measures teacher effectiveness in four Domains:
» Designing and Planning Instruction -includes three indicators {Instructional Plans, Student Work, and
Assessment).
+ The Learning Environment- includes four indicators (Expectations, Managing Student Behavior, Environment,
and Respectful Culture).
» [nstruction - twelve indicators (Standards & Objectives, Motivating Students, Presenting Instructional Content,
Lesson Structure and Pacing, Learning Activities and Materials, Questioning, Academic Feedback, Grouping
Students, Teacher Content Knowledge, Teacher Knowledge of Students, Thinking, and Probiem Solving).

» Responsibilities - include seven indicators (Staff Development, Instructional Supervision, Schoaol
Responsibitities, Mentoring, Community Involvement, Growing and Developing Professionally, and Reflecting on
Teaching).

The rubric is taught and teachers are thoroughly trained prior to the tool being used in an chservation. The teacher
evaluation produces more than a score; before each announced visit, teachers have a “pre-conference” session with
their evaluator to discuss expectations and areas of focus, After all classroom observations, there is a "post-conference”
session with the evaluator to discuss the findings. This cognitive coaching session offers teachers the opportunity to
develop a plan for building on strengths and improving weaknesses. Evaluators must present evidence supporting the
score they assigned to the teacher, further increasing the credibitity, relevancy and transparency of the evaluation
system. Additionally, the teacher must self-reflect and score each component of the lesson. Classroom observations
scores, classroom student growth scores, and school wide student growth scores are read on a scale of 1 to 5. A score
of 3 on the classroom observation component represents proficient teaching. A score of 3 on the student growth
measures represents one year's academic growth for students. There is a strong correlation between a teacher's
classroom observation score and his/her students’ growth scores, which means that a teacher with a higher observation
scores is more likely to have students that are gaining more than one year academically.

Who conducts formal evaluations; the timing of formal evaluations: Teachers’ classroom practices are evaluated
muttipie times each year by at least three different trained and certified members (TAP Leadership Team) including the
principal, a Master Teacher, and a Mentor Teacher.Evaluators are trained to conduct lesson length observations that

allow for viewing of the beginning, middle and end of a tesson. The lesson lenaths vary based upon content and grade
level.

During the instructional post-conference held after each evaluation, the teacher is guided through cognitive coaching to
self-reflect on the lesson with a focus on a specific area of reinforcement and a specific area of refinement from the TAP
Instructional Rubric. The scores from a teacher's four evaluations combine with a “responsibility score” to make up part
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of his/her opportunity to pull from a bonus pool of money in the performance-based pay element. Administrators are

trained in the Performance Appraisal Management System (PAMS), an online data management system in which

principals enter teacher evaluation scores and are able to generate specific reports that identify trends in teacher

evaluation reports, so that they can plan support for teachers in specific instructional areas within the school.

Administrators also use PAMS to monitor for score inflation. Teachers conduct a self-evaluation that is factored into the

classroom observation score for that teaching session.

in the first year of implementation the principal, the Master Teacher and Mentor Teachers wers trained and certified o
canduct teacher evaluations. The training consisted of four days of intensive direct instruction followed by a rigorous
certification test with recertification conducted annually. Classroom Career teachers were also prepared for the new
evaluation system. During their first year, all teachers spent some of their cluster time studying the instructional rubric
and its implications for quality teaching and learning, and every teacher participated in multiple practice evaluations.

Content of Summative Evaluation meetings:

Although a summative conference is preceded by a year of collecting qualitative and quantitative artifacts on the Career
Teacher's abilities in the classroom, every Career Teacher's evaluation that is done indudes immediate feedback for the
teacher and the teacher then uses the results to guide their professional development and cluster group worle, s
impariant that Career Teachers undersiand that improvement in classroom instruction is an ongeing process and
evaluations are formative more than summative, After each evaluation, the Career Teacher completes a "self
evaluation” of the lesson. During the instructional posi-conference (formative) held after each evaluation, the teacher is
guided through cognitive coaching to seif-reflect on the lesson with a focus on a specific area of reinforcement and a
specific area of refinement from the TAP instructional Rubric. During conferences with the principal, Master Teacher and
Mentor Teachers, Career Teachers have dearly defined the need or problem and have found research-based strategies
or techniques for addressing the problem or need, allows teachers the time to develop those strategies and techniques
for their classroom, under the guidance of the Master and Mentor teachers. Everything done in cluster meetings each
week has a direct application to the classroom and student achievement based on Career Teacher needs. Career
Teachers will use the standards they are required to teach while implementing the new learning. Time is used during the
cluster meetings for modeling the new skill, with explanations of each aspect, practicing in order to refine the skill, team
teaching in order to see the skill as it is implemented, and receiving intensive feedback from colleagues through peer
coaching within the cluster meeting and in the classroom. As Career Teachers acquire new learning, they will be
implementing ongoing student assessments and continually referencing the results to determine each strategy’s
effectiveness. As Career Teachers begin to apply the new learning in the classroom, there is a need to continue to
provide support until the skill is mastered. That support in the classroom comes in the form of demonstration teaching,
modeling, practicing, team teaching, and observation, with feedback by Master and Mentor teachers in multipte
classroom settings. Master and Mentor teachers also provide release time for career teachers to observe other career
teachers who are exemplary in the strategy or technique.
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Schedule #16--Responses to Statutory Requirements
County-district number or vendor 1D:025902 i Amendment # (for amendments only);
Statutory Requirement 4:Required- Describe the accommaodations that will allow for regular collaboration opportunities
within the school week for teachers to discuss and share pedagogical strategies. Response is limited to two pages, front
side only. Use Arial font, no smaller than 10 point.
BISD will restructure the schedules in each campus in the EEIP Program to provide time during the regular school day
for groups of teachers to collaborate, analyze student data, meet with Master and Mentor Teachers, and learn new
instructional strategies to improve student learning. Ongoing, applied professional growth will take place two to three
times per week during the school day within cluster group meetings. The cluster groups are the basic unit for teacher
professional growth for all teachers in the EEIP Program. Based on the best available student data, cluster groups are
specific, focused and strategy-driven. In order to strengthen teacher instructional capacity and increase student
achievement, BISD will ensure that there is time within the school week for Career Teachers to fully participate in cluster
group meetings, identify specific student needs based on student work, and develop new strategies into their lessons
tailored to each student’s need. Accommodations that will aliow reqular collaboration opportunities within the school

week for teachers to discuss and share pedagogical strategies are:

» Career Teachers within the same grade level/subject area will have a common planning/Cluster Mesting time
daily to meet with Master Teachers and Mentor Teachers

» Two substitute teachers will be available at least two times a week to cover classes so that Career Teachers can
attend small group or individual meetings with Master and Mentor Teachers

« Group activities such as community service meetings and other types of large group meetings for students are
held monthly ~ during this time Career Teachers who need additional coaching or instruction will be dismissed
from these meetings to work with Master or Mentor Teachers

The general purpose of cluster meetings will be to systematically implement the school plan at the classroom levet.
Clusters achieve this goal through the introduction, preparation and continual reinforcement of instructional best
practices for classroom use. Student work will be consistently referenced to determine the success of these strategies
and to identify additional areas of need. Cluster meetings, led by Master and/or Mentor Teachers, during campus
feadership team, will ensure that all Career Teachers' goals are aligned to the school ptan.

As cluster leaders, will be the Master and Mentor Teachers’ responsibility to ensure that individual meeting
goalsfactivities connect to the school plan and are supported with follow-up for proper classroom application. The
Campus Leadership Team will provide cluster group oversight, regularly reviewing each group’s goals, activities,
outcomes, and follow-up in the classroom. Strategies will be selected by Master Teachers based on detailed analysis of
student achievement data and are only introduced to Career Teachers in the cluster group after the Masters Teacher
has successfully field tested or vetted the strategies in actual classrooms so they can demonstrate student learning
gains. After the Master Teacher introduces a new strategy, Career Teachers use the strategy in their own classrooms,
then return to cluster meetings with pre- and post-test data from formative assessments so that the group can discuss
how well the strategy worked and refine it further if necessary.

Master and Mentor Teachers will follow up after cluster meetings to provide every teacher with one-on-one coaching.
They are provided training, authority, time, and additional compensation for these roles, and their extensive, individual
work with classroom teachers is described in detail in their supplemental contracts. Master and Mentor Teachers
carefully calibrate the content and form of coaching to meet teachers’ individua!l needs based specifically on the students
in the teachers' classroom. For example, they might ask:

s« How well did the teacher understand the strategy overall, and did he or she struggle with a particular aspect of
it?

= What kind of coaching technique would work best for this teacher in this circumstance—observation and
feedback, a demonstration lesson, co-teaching?

» Wit one of the “critical atlributes” - the essential elements making the strategy successful - be difficult for this
teacher, given what | know from the teacher's formal evaluations or what | have observed informally in the
teacher’s classroom?
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Master and mentor teachers will employ a wide range of coaching technigues that can be adapted to suit teachers'
individual needs. Some teachers may benefit most from “lighter” coaching in which the Master or Mentor Teacher
observes the teacher applying the new strategy during a lesson and then follows up with reflective questions and
feedback. Other teachers may benefit most from a demonstration lesson during which they get to observe the master
teacher modeling the strategy again, this time with an actual classroom of students. Still other teachers may need more
intensive "elbow-to-elbow” coaching wherein they co-teach a lesson to a classroom of students—right alongside the
master or mentor teacher.

Master and Mentor Teachers will regularly visit Career Teachers’ classrooms to provide highly intensive and
personalized coaching that can take a wide variety of forms, from teaching demonstration lessons to modeling specific
instructional strategies or skills to team teaching, For example, Master or Mentor Teachers often visit classrooms to
coach teachers on a new instructional strategy after introducing it during a cluster group meeting. Coaching can take
place outside the classroom, too. Mentor or master teachers can meet with teachers to brainstorm, troubleshoot,
collaborate on lesson planning, review student work, provide feedback on teachers’ plans and ideas, or to review and
discuss how a lesson went.

T T 3 _ For TEA Use Only
Changes on this page have been confirmed with: On this date:
Via telephone/fax/email (circle as appropriate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 31 0of 43

2014-2016 Educator Excellence Innovation Program



Texas Education Agency _ Sﬁanda_nj __A_pp' ation_$yst_em__($_A$)

_Schedule #18—Responses to Stattitory Requirem

County-dlstnct number or vendor ID:025902 _—| Amendment # (for amendments only):
Statutory Requirement 5:Required - Describe the steps taken to plan, provide and/or facilitate professional
development activities and opportunities within the school week tied to observation and formal evaluation results as well
as both formal and informal student assessment data.Response is limited to two pages, front side only. Use Arial font,
no smaller than 10 point.

The needs assessment done through the District Improvement Team documented that teachers believe that unless
professional development is tailored to individual needs, its maximum benefits cannot be achieved. Teacher surveys
found that a professional development model that identifies individual performance objectives for each teacher and
structures subsequent professional development sessions to address those objectives is the most beneficial model for
teacher learning. Furthermore, teachers went on to state that the workshop approach, in which a district or campus
brings in an outside consultant or curriculum expert on a staff-development day to provlde a one-time training seminar
on a garden-variety pedagogic or subject-area topic was not helpful,

Taking these comments into consideration, all BISD campuses in the EEIP Program will re-configure their daily schedule
to allow for 50 to 90 minutes of uninterrupted, quality collaborative learning time in grade-alike or subject-alike cluster
meetings each week. These meetings will provide teachers the collaborative opportunity to identify specific student
needs based on data. Once these broad needs are identified, the focus is narrowed to specific student skills that would
support those broad areas of student need. A school goal is established as well as specific cluster cycle goals outlining a
timeline for cluster groups to focus on specific areas. Master Teachers find research-based strategies to target those
needs, do field testing with students in the building, and then model the strategies for other teachers. Master and Mentor
Teachers provide follow-up support to classroom teachers as they implement the strategies and bring back student work
to help frame their next steps. Although master teachers are prepared with numerous researched-based, field-tested
strategies, it is the student work that dictates the direction the cluster will take. The following steps will plan, provide and
facilitate professional development activities and opportunities for teachers:

STEP 1 - The identified need for clusters begins with the campus/school plan. The need is then narrowed toward a
more specific focus through the administration of benchmark assessments to determine the scope of individual student
needs. The student need will be specific and clearly defined so teachers canidentify appropriate activities to achieve
growth in student performance.

STEP 2 - This step assumes that through the refinement in the instruction of that the skill or area identified that students
will become more successful. There are two reasons for this need. Either the current curriculum/pragram is not being
implemented proficiently or the school may have a hole in the curriculum/program that needs to be filled with
supplemental resources. Given this, the new learning in cluster meetings will either be working to perfect the teachers’
ability to teach the current curriculum/program, or the development of appropriate new strategies aligned with the
student need. To be disseminated in cluster meetings, the Master and Mentor teachers will apply the strategy and show
student growth in their own classrooms or in selected teachers’ classrooms. |n addition, the master/mentor must
understand the strategy in depth to properly teach it to the cluster members who in turn use it within their own content
areas. This way, teachers are able to skillfully transfer the strategy into their classrooms.

STEP 3 - Everything done in cluster meetings will have a direct application to the classroom and student achievement.
Now that teachers have clearly defined the need or problem and have found research-based strategles or techniques for
addressing the problem or need, this step allows teachers the time to develop those strategies and techniques for their
classroom, under the guidance of the Master and Mentor Teachers. Teachers will use the standards they are required to
teach while implementing the new learning. During this step, time is used during the cluster meetings for modeling the
new skill, with explanations of each aspect, practicing in order to refine the skill, team teaching in order to see the skill as
it is implemented, and receiving intensive feedback from colleagues through peer coaching within the cluster meeting
and in the classroom. As teachers acquire new leaming, they will be implementing ongoing student assessments and
continually referencing the results to determine each strategy’s effectiveness.

STEP 4 - As teachers begin to apply the new learning in the classroom, there is a need to continue to provide support
until the skill is mastered. That support in the classrocom comes in the form of demonstration teaching, modeling,
practicing, team teaching, and observation, with feedback by Master and Mentor teachers in multiple classroom settings.

ForTEAUseOnly
Changes on this page have been confirmed with: On this date:
Via telephonefax/email (circle as appropnrate) By TEA staff person:
RFA #701-14-101; SAS #181-14 Page 32 of 43

2014-2016 Educatar Excellence Innovation Program



Texas Education Agency Standard Application System (SAS)

Master and Mentor Teachers also provide release time for career teachers to observe other career teachers who are
exemplary in the strategy ortechnigue. Again, the consistent review of student work should act as a reference point to

determine the effectiveness of the strategy or technique.

STEP 5 — This step is closely tied to the beginning Step 1. An aligned post-test is given to track student growth as a
result of the intervention. This data will not be measured in the form of an average but rather by Increased proficiency
levels of ALL students through examination of each sub-group. Evaluating the impact of new leaming implemented in
classrooms will also help the cluster group members identify additional problems, needs or areas of further refinement.
Therefore, the insights from this evaluation lead directly back to Step 1 and the cycle starts over, either by refining the
skill area or by addressing a newly identified problem(s) or need(s). The following figure demonstrates and outlines the
steps to facilitate professional development (Kirby, 2009).

@STEPS for Effective Learning

Step | Step 2 7 Stml?'?’ Step 4 Step 5

Evidence of need
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is clear, specific, i c . : Evidenced
high quality and . Development threugh Evidence includes
tueasurable in . " through observation, student
student outcomes  Using credible  gemanstrution, peer conching,  assessment
. sources madeling, practice, and self-reflection (post-test)
and address student . team teaching and  applied to student  aligned with data
content kearning Proven peer coaching with  work as = analysis and the
with links to application subsequent analysis  formative new teaching
teacher strategies  showing stodent  of student work n¥sessme nt strategies
and the rubric growth
Changes on this page have been confirmed with: On this date:
Via telephoneffax/email (circle as appropriate) By TEA siaff person:
RFA #701-14-101; SAS #181-14 Page 33 of 43

2014-2016 Educater Excellence Innovation Program



Te)_cas Education Agency

_ Standard Application System (SAS)

County-dlstnct number or vendor ED:025902 | Amendment # {for amendments on!y):
Statutory Requirement 6:Required - Describe the strategic compensation plan that differentiates compensation, such
as compensation based on responsibilities most closely aligned to improving students’ performance and teachers’
pedagogical growth, or teacher compensation based on market supply and shortage needs. Response is limited to two
pages, front side only. Use Arial font, no smaller than 10 point.

During the needs assessment the DiTagreed that the ultimate goal of maximizing achievement for all students
andpromoting and supporting effective teachers is the focus of BISD's core beliefs. Although prior to 2011 (budget cuts
kept the district from continuing this effort), BISD made an effort to pay Mentor Teacher stipends, signing incentives to
hard-to-fill areas, and pay stipends to teachers classified in the critical areas of needs such mathematics, sciences, and
bilingual, there is still a need for teachers to earn performance-based compensation and a need for grant funds to make
this a reality. Changes to the global economy call for a more competitive, better prepared and more creative
workforce.BISD stakeholders look to the schools to provide students with the experiences, learningand skills to meet the
needs of this global economy.Simultaneously school funding has been reduced. BISD, like other districts, are now facing
years of cuts in spending and are forced to find ways to improve efficiencies and “do more with less. With this being said,
the focus has shifted to performanceaccountability, data-driven decision making, transparency and continuous
improvement in student achievement. Who BISD recruits into teaching and how BISDretains the best teachers are
important to all stakeholders. According to a recentlyreleased study published by McKinsey and Company in September
2010, only 23 percent of new teachersin the United States come from the top third of their college classes, only 14
percent of new teachers inhigh-poverty schools come from the top third of their classes, and 47 percent of new teachers
come fromthe Jowest third. it is also known that the teacher attrition rate for those early in their career is appallinglyhigh.
Recruiting and retaining the best and brightest is critical to maximizing student growth and achievement in BISD.

Structure of Performance-Based Compensation:The system that BISD will implement through the EEIP Programwith
grant fundswill reward Career Teachers, principals, Master and Mentor Teachers and other personnel who demonstrate
effectiveness on multiple measures - including instructional evaluations, teacher-level value added scores, and schaool-
level value added scores. The teacher evaluation structure will includefour or more classroom evaluations each year by
trained and certified observers using research-based instructional quality rubrics. These evaluations result in a Skills,
Knowledge, and Responsibilities (SKR) score on a 1-5 scale, with 3 representing proficient performance that still has
room for improvement. Instructional assessments determine the largest fraction of bonuses. The scores are averaged
over the year for a final SKR score for each teacher. To calculate value-added scores, BISD will outsource data from
standardized achievement assessments to a for-profit software and analytics firm. The company will be familiar with the
TAP Instructional Rubric, a set of clearly defined standards that promote specific teaching practices in each content
area. Scores from these assessments determine whether teachers qualify for the performance awards

BISD will change the current system by providing additional compensation to teachers according to their roles and
responsibilities, their performance in the classroom, and the performance of their students. Although base salaries will
remain the same (according to the Board of Trustee adopted Salary Schedule), salary addendums are given to Master
and Mentor Teachers because these teachers take on more responsibility and share instructional leadership with the
principal. Additionally, all teachers in the EEIP Program schools will be eligible for financial awards from a pool of meney
created specifically to reward teachers for their classroom teaching performance and student growth. This pool of money
will be approximately $2000 per teacher. Teachers are able to draw from this pool of money based on:

« The average scores they earn on the four evaluations of their classroom teaching performance (50%).

e Their students' classroom level achievement growth using a value-added model (30%).

s School-level achievement growth as measured using a value-added madel (20%).

For teachers assigned to grades/subjects not state tested, the opportunity for financial award is based 50% on the four
evaluations and 50% on school-wide value-added gains.

Teachers earn performance-based compensation based on evaluation measures: classroom value added, school-wide
value added, and SKR scores. The participating schools and districts will establish a dollar amount per teacher into an
annual performance award fund. Performance awards will be based on the weights illustrated in the following chart: 50%
for the average teacher evaluation score, 30% for individual classroom achievement growth and 20% for school-wide
achievement growth. In the event that the individual classroom achievement portion is not applicable due to a teacher
teachmg an untested grade or subject the teacher's 30% weight for classroom achievement gains will be shifted to
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school achievement gains or student learning objective (SLO) where applicable.

Minimum performance levels have been established for each portion of the award. Teachers must score 3 or higher to
earn either the classroom or school-wide value-added portion of performance pay. Minimum SKR scores are different
depending on the teacher role, reflecting the different responsibilities and expectations far career, mentor, and master
teachers. Career teachers must earn 2 minimum average score of 2.5 or higher, mentor teachers a score of 3.5 or

higher and master teachers a score of 4 or higher to qualify for the SKR portion of the performance pay. A {eacher could
earn a partial award for meeting minimum performance levels for one of the measures, even if he or she did not meet
minimum performance levels on the cther two measures. Within each measure, teachers receive a larger award as their
score increases, differentiating incentives and ensuring performance awards are of sufficient size to afiect behavior.

BISD will use multiple measures and a2 mixed model of group and individual incentives to achieve the behavioral
changes necessary to recruit and retain effective teachers and to increase buy-in, collaboration, and collegiality in BISD.
Individuaiperformance incentives are comprised of classroom value-added (when available) and SKR scores. The
school-wide value-added measure is thegroup performance incentive. Based on the results of this experience, and the
research from theDIT, BISD believes the incentives proposed are sufficient {o affect behavior in a way that improves
educator effectiveness. BISD's comprehensive approach to incentives attracts effective teachers and principals because
of its opportunities for expanded pay and supportive working environment in the high-need schools. In addition,
performance-based incentives, instructionally focused accountability and on-site professional development support the
continued improvement in teaching and leadership skills. In this way, BISD can increase the percentage of effective
educators through a combinatian of recruitment and retention.

Size of awards. Performance incentives that are 5% or more of base pay have proven high encugh to change behavior
in the context of the TAP system of comprehensive reform (Daley, Kim 2010). Given the critical recruitment and retention
needs and the added difficulties posed by a fairly rural location, district leaders believe that offering teachers the
opportunity to earn performance awards greater than 5% of base pay is crucial to being competitive with neighboring
districts that offer much higher salaries. Therefore, the participating schools and districts will create a fund for
performance bonuses by setting aside a designated amount consistent with the research recommendations.

Structure of award.Classroom student growth measures are an important part of measuring teacher performance since
they are more closely linked with individual teacher performance. Teachers can analyze the link between their students’
achievement growth and their own instructional skills, with the help of the leadership team. This helps teachers to better
understand specifically how to change their own practice to increase their students’ achievement. Basing a portion of the
overall incentive on the school-wide value-added measure is important for two critical reasons. First, not all teachers
receive individual classroom scores, and this measure gives them an opportunity to receive bonuses based on the whole
school's student achievement growth. Second, theory and research indicate that school-wide performance awards
promote professional collaboration, staff collegiality, and alignment of organizational resources with instructional goals.
The optimal approach to incentives is to balance individual and group incentives wherever possible as it motivates high
personal performance as well as positive contributions to teamwork,
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: . oA Schedule #16—-Responses to Statutory Requiremen _

County-dlsmct number or vendor |D:025902 | Amendment # (for amendments only):
Statutory Requirement 7:Preferred - Describe the steps taken in the recruitment and hiring process, including early
hiring practices, evidence used to determine the quality of the applicant, of the education preparation program attended,
and of previous teaching experience, if applicable. Response is limited to two pages, front side only. Use Arial font, no
smaller than 10 point.

BISDrecognizes that an effective teacher is the most important school-based factor impacting student achievement and
is committed to ensuring a highly skilled, strongly motivated and competitively compensated teacher for every
classroom. Attracting, developing, supporting and retaining high-quality human capital in order to raise achievement
levels for all students has been a goal in the BISD District Improvement Plan and a goal of the EEIP DIT. Although BISD
has made strides in recruiting highly qualified administrators and teachers, providing incentives for "hard to fill” areas of
instruction, and developing and implementing a quality Mentoring Program, the funds are simply just not available to
provide incentive pay to teachers. The DIT studied the research done by the Southeast Center for Teaching Quality
(SCTQ). The SCTQresearch has shown how guality teachers will gravitate to hard-to-staff schools with strong, effective
principals, and where teachers are able to work with likeminded, supportive colleagues. SCTQ also found that
successful teachers in hard-to-staff schools must have sufficient knowledge and skills to help students learn in their
school, and to do so, they expect teachers to serve as leaders and mentors. The DIT also studied Darling-Hammond
and Sykes (2003) whose studies linked teacher scores on tests of academic and verbal ability to student achievement
and a wide range of other research to reveal that teacher certification does matter for student achievement (Betts,
Rueben, & Dannenberg, 2000; Fuller, 2000; Goe, 2002).

SAS)

BISD has a recruiting and hiring process in place that has shown {o be somewhat effective in hiring quality teachers.
However, the antidotal evidence shows that the "best and the brightest” teachers are choosing surrounding districts that
pay higher salaries and provide teacher incentive programs. The steps that BISD has taken in the recruitment and hiring
process have been:

Step 1. The New Teacher Project, a New York-based organization that works to improve teacher hiring, studied four
large urban school districts and found that lengthy hiring processes drove away many candidates (Levin & Quinn, 2003).
The four districts received five to seven times more applications than needed to fill open positions, but the authors say
as many as 60 percent of the candidates withdrew when the hiring process dragged on into late summer. Levin and
Quinn also claim the teachers who pulled their applications were significantly more qualified; they had higher grade point
averages and were more than 40 percent more likely than those who were finally hired to have a degree in their teaching
field.BISD understands this concept and early recruitment and hiring practices has given BISD somewhat of an edge in
finding highly qualified educators. Unfortunately, early recruitment and hiring as at times seemed impossible due to the
state and district budget approval process. However, in years where the budget issues are not known from the state,
BISD still puts out “feelers” and collects preliminary information about potential recruits so thatthe district is ready to offer
the position to a strong recruit when the position does become final.lt is the goal of BISD to finish all hiring by May 1, and
no later than June 1. To reach that goal, BISD takes the following steps:

Ensure that all teachers give early notification of resignations. BISD has not offered incentives for early

retirements or resignations of the teaching staff since 2011 budget cuts; however, with the EEIP grant, BISD will

offer these incentives beginning in November through March of the school year. The “early notification” process
will provide incentives on a scale (more incentive funds will be provided to employees who give notice the earlier
in the year with the amount decreasing as the months go by) to current employees.

»  Work with principals and teachers to get transfers and hiringd can be done more quickly.

s Create earlier and more predictable budgets.

«  Work with the human resources departments to establish greater efficiency such as getting the word out about
job openings, rather than waiting for potential applicants to apply has long been a policy with BISD. Contacting
local colleges and universities

» Advertise in local newspapers, radio, and television

+ Attending job fairs at colleges and regional service centers and holding a local job fair
« Utilize teacher Websites (e.g., the Council for Exceptional Children for special education teachers)
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* Use technology {e.g., social media sites, virtual job fairs, electronic bulletin boards

Step 2: While BISD uses effective recruiting and hiring procedures to identify the best possible teachers and provide a
good match between the applicants’ areas of expertise and certification to the teaching fields available, a more research-
based method will be implemented. BISD administrators and Human Resource specialists will attend training on a
chosen model of recruitment such as Gallup's research-based approach to hiring and developing educators. BISD will
work with experts in the field to learn how to capitalize on each educator's unique talents, enabling them to take a
proactive approach to managing their institutions.

Although BISD has aggressively recruited minority teachers to the district, the effort has been mostly unsuccessiul

.= % of the teachers in the targeted EEIP schools are non-minority). Therefore, EEIP funds will allow a more
aggressive recruitment process, such as holding orientations, recruiting transfer students from two-year colleges,
sponsoring future teachers clubs, organizing media campaigns in minority communities, recruiting minorities to teaching
from business and the military sectors, and travel to areas of the state where minority teachers live such as South
Texas.

Step 3: Continue the decentralized hiring practices in place now by allowing principals and Campus Leadership Teams
to hire teachers after an initial screening at the district level. However, continued training needs to be done with the
Campus Leadership Teams in interview techniques and the hiring process. However, in this process, candidates and
the school staff have an opportunity to interact and provide both the school staff and the teacher candidate with more
knowledge about each other.

Step 4:Train principals and leadership teams on the interview process and how toelicit the information that is based in
research about successful teachers.

Step 5: The DITwill identify four-year institutions of higher education and alternative education programsthat produce
quality teachers and seek to establish a collaborative partnership program with these pragrams to recruit new teachers.
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| Amendment # (for amendments only):
Statutory Requirement 8:Preferred - Describe the multiple career pathways for elassroom teachers that provide
additional opportunities for advancement through responsibilities such as campus leadership, mentorship, instructional
coaching, directing collaboration activities, observing teachers, or providing pedagogical professional development to
teachers and administrators. Response is limited to pages, front side only. Use Arial fon{, no smaller than 10 point.

A core element of BISD's EEIP Program will be career pathways that will provide teachers with the opportunities for
advancement through additional responsibilities. Good teachers will move into a variety of positions - Master Teachers,
Mentor Teachers, and Career Teachers. This path distributes school and instructional leadership, and creates different
job expectations and responsibilities for different types of teachers. Multiple career paths incentivize teachers to take on
new leadership roles (i.e., mentor and master teacher) and additional responsibilities with corresponding increase in pay

Master Teachers {(one at elementary level, one at middle school level, and one at the secondary level) will not
carry a classroom teaching assignment but put in a large amount of teaching time through modeling and team teaching
with Career Teachers. They share in the evaluation/conferencing responsibilities of the school leadership team. Master
Teachers are also responsible for supporting the principal in guiding the leadership team in the disaggregating of data
and outlining the school's focus for improvement. They specifically locate research-based instructional strategies that
target the identified areas of student need, field test those strategies with students within the building, and then model
those strategies for Career and Mentor Teachers during weekly grade-alike or subject-alike professional development
sessions called "cluster meetings.” The Master Teachers, along with mentor teachers, provide follow-up and support to
classroom teachers in the form of observation with feedback, team teaching, modeling, etc., as the teachers are
implementing new instructional strategies. Master Teachers also guide career and mentor teachers in the development
of an Individual Growth Plan (IGP). The IGP is a record-keeping log to support teachers in their own professional growth
and to ensure that growth in classroom practice connects to measurable increases in student achievement. There will
be one Master Teacher at each campus in the EEIP Project.

Mentor Teachers maintain a full class load and are given release time to support the Master Teachers as they plan and
deliver professional growth opportunities for teachers throughout the building. They serve on the school leadership team
with the administrators and Master Teachers and accept evaluation/conferencing responsibilities. Mentor teachers
support career teachers with their individual growth plans (IGPs). BISD will have a ratio of one Mentor to 12 Career
teachers.

Master and Mentor positions will be advertised within the school, outside the school, within the district, and also across
the state. Master and Mentor teachers will sign a contract addendum outlining their rolesfresponsibilities, additional
workdays and salary augmentations. Master Teachers receive an additional augmentation of $8,000 and Mentors will
receive an additional augmentation of $2500.

Career Teachers are regular classroom teachers. These teachers may be new to teaching or may have taught for many
years. The Career Teachers will participate fully in cluster group meetings, are evaluated by the principal, Master
Teacher, and Mentor Teacher and are eligible to receive a performance bonus award each year. After three years of
successful teaching experience, Career Teachers may apply to fill open mentor teacher positions and may apply to fili
open Master Teacher positions after five years of successful teaching experience.
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County-dlstnct number or vendor lD 025902 1 Amendment # (for amendments only):
Statutory Requirement 9: |f seeking waiver — Describe why waiving the identified section of the TEC is necessary to
carry out the purposes of the program as described by the TEC, §21.7011. Respanse is limited to space provided, front
side only. Use Arial fon{, no smaller than 10 point.

Not Applicable

Statutory Requirement 10: If seeking waiver — Describe the evidence used to demonstrate approval for the waiver by a
vote of a majority of the members of the school district board of trustees. Response is limited to space provided

Not Applicable
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Texas Education Agency

: :Schedule #1 BmResponses to Sta o:ry Requiremen_ _'_'(cont. _

"County-dlstnct number or vendor 10:025902

| Amendment # (for amendments only):

Statutory Requirement 11: If seeking waiver — Describe the evidence used to demonstrate approval for the waiver by a
vote of 2 majority of the educators employed at each campus for which the waiver is sought. Response is limited to
space provided, front side only. Use Arial font, no smaller than 10 point.

Not Applicable

Statutory Requirement 12: If seeking waiver ~ Describe evidence used to demonstrate that the voting occurred during
the school year and in & manner that ensured that all educators entitled to vote had a reasonable opportunity to
participate in the voting. Response is limited to space provided, front side only. Use Arial font, no smaller than 10 point.

Not Applicable
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. . —Responses to TEA Program Requirements
County-district number or ve ! Amendment # (for amendments only):

TEA Program Requirement 1:Provide & needs self-assessment, detailing the challenges the applicant faces in
implementing the practices of their local educator excellence innovation plan without grant funds. Response is limited to
space provided, front side only. Use Arial font, no smailer than 10 point.

The challenges facing the implementation of a local educator excellence Innovation plan without grant funds would be
insurmountable. Because the EEIP was of such importance and urgency to TheDIT, the committee initially outiined
challenges that they anticipated with the EEIP Program and then discussed the possibility of funding the program without
EEIP funds. AlthoughBiSD has worked diligently toward providing many of the programs outlined in the EEIP, progress
has been slow and incomplete. The following is a summary of the challenges the DIT anticipated:

Challenges of EEIP Description of Challenges of EEIP Program Without Grant Funds
1. | District funds BISD does not have the funds to implement this program due to a loss
of state revenue, decrease in the district tax base, and rising costs for
salaries, health care, transportation, and state mandates. Since 2011,
BISD has had to stop the paying of incentives to teachers & other staff,

2. | Strategic Compensation and BISD does not have the funds, the expertise, and the available
Retention employees to create and deploy an innovative compensation plan that
has the components needed to recruit and retain effective teachers
3 | Experience in developing teacher BISD developed and implemented the District Awards for Teaching
incentive programs Excellent (DATE); however, this program was not as comprehensive as

the EEIP Program. BISD recognizes a need for expert consuitation
and monitoring of the EEIP Program by experts in the field of teacher
incentive programs.

4 Developing a teacher evaluation Without EEIP funds that will aliow BISD to work with experts in the fieid
system of teacher evaluation, employees such as Master and Mentor Teachers
to conduct muitiple observations for teachers, and diagnostic feedback,
the implementation of a comprehensive evaluation system will not be

possible.
5. | Alignment of professional Effective professionai development aligns instructional strategies and
development with measures of targeted identified areas of student need and meshes the two. This
teacher performance can only be done effectively on a routine “as needed” basis from grade-

like or subject-like professional development delivered from Master or
Mentor Teachers. Without the Multiple Career Path element of the
EEIP grant, staff development in BISD will continue in the traditional
workshop method.

6. | Expertise in scaling up the current The currentMentoring Program as been in existence far aimost 10
district Mentoring Program years and needs some revisions. Without additional funding and
expertise in the areas of mentoring, the pragram will continue in its
original state.

7. | Expertise in Career Pathways Without funding and expert assistance, advancement for teachers in
development the district will be restricted to administrative advancements which wil
pull talented teachers out of the classroom/teaching environment

8. | Recruiting teachers from ranks of high | Currently BiSD does not the incentives that are needed to recruit new
achieving educator preparation teachers from high performing educator preparation programs and
programs colleges such as early notification incentives for teachers retiring and
resigning at the end of the school year,
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Schedule #17-—Responses to TEA Program Requirements

County-dsstnct number ar vendor 1D:025802 | Amendment # (for amendments only).

TEA Program Requirement 2:Provide a single, integrated timeline for the anticipated steps necessary to fulfill the plan for
each of the various practices in the local educator excellence innovation plan. Response is limited to space provided, front

side only. Use Arial font, no smaller than 10 point,

Steps for Recruitment & Hiring of Teachers in EEIP Plan Dates

Adopt early hiring practices such as "early notification” incentives to retiring & resigning teachers April 2014
Form partnership between BISD& high performing educator preparation programs & colleges Ongoing
Advertise Teacher Mentoring Program, Performance-Based Pay, PD & Collaboration; Career Ongoing
Pathways

Steps for Career Pathways EEIP Plan Dates
Reconfigure staff by identifying number of Master & Mentor teachers needed for EEIP Program; April 2014
amount of stipends, & if necessary identify the number of needed replacement teachers.

Establish a staffing committee to review applications, conduct the selection process and make Aptil - June
recommendations for filling each position of Master & Mentor Teachers. 2014

Inform the faculty of open positions for Master and Mentor teachers and the gualifications. April 2014
Actively seek candidates for Master/mentor positions within the school, the district and across the state. | April — May 2014
Require each candidate to submit a portfolio & proof of student iearning gains. June 2014
Conduct personal interviews with candidates by multiple interviewers & observe classroom May — June
performance/instructional demonstration by candidates using rubric. 2014

Hire master and mentor teachers; determine additional contract days for Master & Mentor July 1, 2014
Teachers,Masters and Mentors sign a contract addendum outlining their roles and responsibilities.

Steps for Induction and Mentoring EEIP Plan Dates
Reconfigure the school schedule and determine the day(s) and time, frequency and duration for each July-August
cluster group meeting. Assign each master and mentor teacher to a cluster group of Career teachers. 2014
Establish 1-2 hours of pupil-free time a week (not cluster time) for mentors to fulfill their responsibilities.

Assign mentors to specific career teachers. Establish cluster groups (grade-alike or subject-alike) — July-August
assign each master teacher to a specific group of career and mentor teachers. All master, mentor and | 2014

career teachers assigned to the same cluster group have classroom release time together.

Steps for Professional Development & Collaboration EEIP Plan Dates
Schedule dates for the principal, master and mentor teachers to participate in trainings July 2014
Fallowing evaluation rubric training, ensure team members’ observations/conferencing skilis are expert. | Ongoing
Establish weekly meeting schedule for the principal, master and mentor teachers. Ongoing
Analyze student achievement data and set schooi-wide and cluster groups’ student achievement goals | Ongoing
Review teacher IGP goais, activities, outcomes to ensure goals are aligned with school goals Ongoing
Steps for Evaluation (Instructionally Focused Accountability) in EEIP Plan Dates
Frincipais, Mentor & Master Teachers attend teacher evaluation certification & become certified June/July 2014
Team analyzes student test results to develop a schooel cluster plan July 2014
Two-day campus startup workshop (leadership team leads) for Career Teachers August 2014
During Year 1, 2 practice evaluations per teacher will be complete for all teachers; 4 in Year 2 14-15 school year
Steps for Performance-Based Compensation & Retention in EEIP Plan Dates
Establish a bonus award pool of funds for teacher performance awards and explain system to staff August 2014
Apply a value-added system to the current state assessment data to calculate additional Ongoing
compensation

Recommend performance awards for teachers and staff to Superintendent based on award allocation | August '15 & ‘16
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TEA Program Requirement 3:Provide evidence of support from affected personnel groups for both the decision to
participate in the grant program and for the general parameters of the plan. Response is limited to space provided, front
side only. Use Arial font, no smaller than 10 point.

The DiTfor the EEIP Program was composed of teachers from each of the participating campuses; therefore, teachers
had knowledge of the proposed program during the first semester 2013. Once the decision to offer participation in the
grant program to the identified campuses was made, the Superintendent and members of the DIT met with the totai staff
at each of the participating campuses. An overview of the pragram was presented and a decision to participate in the
EEIP was decided through a show of hands of the entire teaching staff. The DIT had decided that at least 85% of the
teaching staff at a campus must be in favor of the program before the district would proceed with the EEIP grant
application.

General Parameters of the Plan include;

+ Good teachers will be able to move into a variety of teaching positions depending on their interests, abilities and
accomplishes such as Master or Mentor Teachers (Career Pathways).

» Recruiting & hiring practices will be changed to provide "early notification” incentives to retiring & resigning
teachers which will allow the district to hire and train new staff earlier

* Campuses will reconfigure their daily scheduies to aliow for 50 to 90 minutes of uninterrupted, quality
collaborative learning time in grade-like or subject-alike groups calied cluster meetings each week.

+ During Year 1 a considerabie amount of time will be spent with the Master & Mentor Teachers introducing the
teaching staff to the Instructional Rubric. This will provide a solid opportunity for Master & Mentor Teachers to
model what specific indicators look like and sound like in effective classroom teachers. “Practice” evaluations
will be completed during the first year of implementation.

+ The current system for providing additional compensation to teachers according to their roles and
responsibilities, their performance in the classroom, and the performance of their students will be changed to a
performance-based compensation system.

+ Staff Development will be done on a more individualized basis with the Master & Mentor Teachers providing
ciassroom follow-up to support teachers as they implement the strategies that are targeted to specific student
needs.

TEA Program Requirement 4:Indicate whether participation will be district-wide, meaning all campuses in the district
will participate in the EEIP, or, if not, provide a list of those campuses that wii participate in the EEIP. Response is
limited to space provided, front side only. Use Arial font, no smaller than 10 point.

The participation for Brownwood I1SD in the EEIP will be district-wide, meaning that all 8 campuses in BISD will
participate. All 8 campuses will also participate in the state pilot project for teacher appraisal from the Texas Education
Agency.
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